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THE RELATIONSHIP OF SAUDI M ANAGERS’ CHARACTERISTICS AND
THEIR SUPPORT OF TH E TRANSFER OF TRAINING
TO TH E W ORKPLACE
Khalid M. Alhazmi, Ed.D.
W estern Michigan University, 1998
Many HRD professionals have pointed out that one o f the m ost important
elements for transfer o f training to the workplace is management support. However,
there is little discussion concerning management characteristics that support the
transfer o f training to the workplace. The purpose o f this study was to investigate
management characteristics that inhibit o r prom ote the transfer o f training to the
workplace and to provide information regarding those characteristics to companies.
This study focused on one main question: Do management characteristics
have an effect on management support o f the transfer o f training to the workplace?
To answer this question, a study was conducted in which 153 middle and lower
health managers responded to a survey. Data were collected from five health districts
in Saudi Arabia.
Two management characteristics w ere chosen for this study: the m anagers’
level o f education, and management training experience (the number o f training
courses that managers attended in their w ork experience). The study tested three
dependent variables: (1) management’s commitment, (2) management’s
reinforcement, and (3) management’s satisfaction concerning the transfer o f training
to the workplace.
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Differences between the tw o groups w ere measured and tested for
significance using the t test for th e independent sampling.
The results o f this study show ed a statistical difference betw een the
managers’ level-of-education mean and the management’s commitment mean,
indicating that the level o f education has an effect on management’s commitment to
the transfer o f training in the w orkplace.
N o evidence was found to support that management’s level o f education has
an effect on management’s reinforcement o r management’s satisfaction regarding the
transfer o f training to the workplace.
No evidence was found that management training experiences have an effect
on management’s commitment, reinforcement, or satisfaction tow ard the transfer o f
training to the workplace.
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C H A PTER I
INTRODUCTION
Saudi leaders realize the importance o f training and development o f workers
in the workplace. They know that the training and development o f their workers will
raise the level o f employee competency and, thus, enable employees to bridge the gap
between their actual performance and the organization standard (needed)
performance levels.
Every 5 years the Saudi governm ent establishes a new 5-year plan for
development. During the third 5-year plan (1980-1985), the Saudi governm ent spent
$33.15 billion for training and development. O f the total 1984-1985 budget, 11.7%
was allocated to human resource development (Embassy, 1985). During the fourth 5year plan (1985—1990), the government expenditure for human resource development
increased to $36.32 billion, about 20% o f the total planned civilian expenditure
(Ministry o f Planning, 1985). The government enacted a law requiring every agency
to provide specific training for at least 5% o f its employees annually (Alseneady,
1992). As a result, Saudi government agencies send hundreds o f thousands o f their
employees for training and development each year.
M ost employees are trained at the Institute o f Public Administration; the
remainder are trained at other governmental training centers or are sent abroad. In
1986, 2,127 employees successfully completed training at the Institute o f Public
Administration. Ten years later, in 1996, 12,782 employees successfully completed
training at the Institute (Institute o f Public Administration Report, 1996). This

1
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dramatic increase in the number o f trainees resulted in an increase in cost
effectiveness for training in government agencies. In other words, the trainee rate o f
increase was approximately 83% during the 10-year span o f 1986-1996.
Government employee training is one o f the m ost important tasks that must
be carried out by the CEO o f any government agency. Consequently, most
government agencies have established a training department, which is responsible for
designing and delivering the training activities for their organization. This also means
each training department creates its own budget to meet the increased demand.
Although not addressed in this study, several possible questions warrant
investigation in future studies. Do government agencies receive benefits from the
money spent on training? Do trained employees share with management their
increased knowledge, improved skills, and positive attitude acquired at the Institute
o f Public Administration or other training centers? Does their training really add
value to the organizations? Do the agencies get their “money’s worth”? (Brinkerhoff,
1987).
Newstrom (1986) wrote:
It has been estimated that over $100 billion is spent annually on all types o f
training in the United States, making it a huge economic undertaking;
unfortunately, according to some observers, as little as 10 percent o f the
expenditure pays off in actual behavior change on the job, resulting in an
astoundingly high 90 percent relapse rate. (p. 34)
Although studies o f training impact have been done in the United States, no
similar investigation o f the benefit o f training efforts transferred to the workplace by
employees has been conducted in Saudi Arabia.
This research study investigates the extent to which characteristics o f public
sector management support the transfer o f learning to the public sector workplace in
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Saudi Arabia. The focus is to what extent the characteristics o f health managers in
Saudi Arabia support the transfer o f training to the workplace.
Broad and Newstrom (1992) believe that lack o f support from management is
one o f the biggest barriers facing trainees in the transfer o f knowledge, skills, and
attitudes to their workplace. Georgenson (1982) believes that o f all the potential
influences, the immediate supervisor has the greatest impact on the transfer o f
learning. On the other hand, Phillips (1991) mentioned that the management o f the
organization is ultimately responsible for development through their commitment,
support, reinforcement, and involvement; the extent o f their influence ultimately
determines the success o f any human resource development (HRD) effort (p. 301).
He added that managers are responsible for allocating resources for human resource
programs and allowing their employees to attend training programs. B ut first and
foremost, they reinforce new knowledge, skills, and attitudes in the workplace.

Statement o f the Problem
The purpose of human resource development is to change the w ork
environment, specifically in improved employee knowledge, skills, and attitude, or in
the culture o f the organization. Furthermore, HRD can be used to move individuals
from a current performance status to the organization’s desired, or standard,
outcomes. The ultimate measure o f training success is the transfer o f the new
knowledge, skills, and attitude to the workplace (Brinkerhoff, 1994).
Human resource development helps an organization to enhance w orkforce
effectiveness and productivity through learning and other performance improvement
activities (Broad & Newstrom, 1992, p. 4). If the impact o f HRD is not realized, the
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result will be a waste o f money and time (Brethower, 1995; Brinkerhoff 1987) and
the organization's ultimate goal will never be reached (Kelly, 1982).
HRD impact may not be realized for a variety o f reasons. If trainees perform
extremely well by the end o f the training session but their productivity remains the
same after returning to work, then the organization should determine why
productivity has not increased before investing additional time and money in training.
Feldman (1981) raised the question: How often have human resource professionals
observed a group o f employees who successfully com pleted their training program,
only to discover later that they were not using the knowledge, skills, and attitude on
thejob?
Robinson (1996) theorized that only 30% o f w hat people learn in training
actually is used on the job. Baldwin and Ford’s (1988) study concluded that
American industries annually spend up to $100 billion on training and development,
yet only 10% o f these expenditures actually result in transfer o f new knowledge,
skills, and attitude to the workplace.
The problem o f training transfer is a critical one for the human resource
development profession (Georgenson, 1982). Robinson (1985) stated that too often
employees attend a training session but only a low percentage o f the skill transfers to
the job. W hen this happens, everyone—including the trainer, the trainee, and the
manager— loses and, overall, so does the organization.
Newstrom (1986), in his research, identified nine barriers to transfer o f
training: (1) lack o f reinforcement on the job, (2) interference from the immediate
environment, (3) nonsupportive organizational climates, (4) lack o f training program
practicality, (5) irrelevant training content, (6) the feeling that change would be
uncomfortable, (7) separation from the trainer, (8) p o o r delivery o f training

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

programs, and (9) negative peer pressure (p. 36). Barriers 1, 2, 3, 6, and 9 are
outside the control o f human resource development and the responsibility o f the
trainee manager and the organization. Human resource development and the
organization manager share responsibility for barriers 4, 5, and 7. Only barrier 8 is the
responsibility o f human resource development. In other words, management is really
m ore responsible for transferring training to the workplace than human resource
development.
N ewstrom (1986) suggested that most efforts are spent on the training design
and delivery. As a result, there are low payoffs for those who sponsor training
programs. However, if more effort is expended on the support o f these training
programs, the result will be a huge payoff in the impact o f such training. In other
words, if the management is supportive o f such training, the likelihood for transfer o f
training will increase, and if it does not, then the training payoff will be low.
The fifth 5-year development plan in Saudi Arabia (1990-1995), stated:
There is evidence to suggest that the extent o f effectiveness o f training
institutions is weak in terms o f their output matching the market need for high
quality trained labor. This requires greater emphasis on guidance and
orientation programs, intensive activities in various areas, and increased
effectiveness o f technical and administrative training programs, but within and
outside the Kingdom, (p. 277)
Broad and Newstrom (1992) asked, W here are the most critical transfer
barriers? Is it the trainee, the training center, the management, the subordinate, the
peers, or the culture that inhibits the transfer o f knowledge and skills? Broad (1982)
suggested that the human resource development profession has concentrated only on
developing effective training design to increase the rate o f transfer o f learning. As a
result, we have “nonsupportive” transfer o f training in the workplace (Broad &
Newstrom , 1992). Broad (1982) believes the problem o f transfer is in lack o f
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management support to the newly educated. Robinson (1985) stated that in a survey
o f more than 250 training managers involved in supervisory development, more than
80% reported that the trainee manager is the barrier to learning transfer.
Broad and N ew strom (1992) also found that management is the most critical
factor controlling transfer o f learning in an organization. With manager support, the
transfer o f knowledge and skills can increase the potential for organizational
productivity improvement; without manager support, no changes can occur.
Some research suggests that the higher the management o r supervisory
involvement in the training program, the higher the transfer o f learning. Similarly, if
support from management is low, a lack o f transfer o f learning will result
(Brinkerhoff, 1987; Trammell, 1987).
Therefore, the m ajor focus o f this study is the middle and the lower manager.
According to the literature reviewed, the most support/nonsupport behaviors come
from the immediate supervisor o r the line manager (Robinson & Robinson, 1985). Do
management characteristics (i.e., the level o f education and training experience) have
any effect on management support o f the transfer o f training to the workplace? The
questions to be answered are:
1.0. Do management characteristics affect the management support o f the
transfer o f training (learning) to the workplace?
1.1. Do the education levels o f managers have an effect on their commitment
toward the transfer o f training to the workplace?
1.2. Does the m anagers’ level o f education affect their satisfaction toward the
transfer o f training to the workplace?
1.3. Does the m anagers’ level o f education affect their reinforcement o f
transfer o f training to the workplace?
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1.4. Do the managers’ training experiences affect the management’s
commitment toward the transfer o f training to the workplace?
1.5. Do the managers’ training experiences affect their satisfaction tow ard the
transfer o f training to the workplace?
1.6. Do managers’ training experiences affect their reinforcement o f the
transfer o f training to the workplace?

Purpose o f the Study
The purpose o f this study is to investigate the relationship between Saudi
health managers’ characteristics and the transfer o f learning to the workplace. Do
certain management characteristics inhibit the managers’ support o f the transfer o f
training to the workplace? This study also points out transfer barriers from the
managerial prospective and offers some suggestions to overcome these barriers. In
addition, this study provides the HRD professional and decision-makers in Saudi
Arabia with ways and means for dealing with transfer o f training beyond the
classroom.

Importance o f the Study
Human resource development does not end with a well developed program,
nor does it end with well-trained employees, unless the knowledge, skills, and
attitude they gain are transferred and applied to the workplace (Brinkerhoff, 1994;
Robinson, 1989). The transfer o f training is a key criterion for evaluating the
effectiveness o f any formal training program (Kirkpatrick, 1994; Pray, 1990).
King (1996) stated that human resource development cannot do the job o f
transferring learning, except in providing the tools and giving support during the
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process. It is up to the management and the employees to ensure the transfer o f
learning.
This study investigates the relationship between health district managers’
characteristics and their support o f the transfer o f learning to the workplace in Saudi
Arabia.
The results o f this study will help Saudi Arabian professionals to redesign
their HRD activities, policies and procedures, and programs to go beyond the
classroom context in order to maximize the transfer o f learning to the workplace. The
study results will help top management revisit their HRD strategies and goals and
further encourage the middle manager to support transfer o f learning.

Limitations o f the Study
This study was limited to the middle management in the health districts o f the
public sector employees in Saudi Arabia—those individuals who w ork within the civil
bureau governmental jobs in Saudi Arabia. Thus, the ability to generalize the results
o f the study is limited.
Overview o f the Study
This study is organized into five chapters. Chapter I presents the introduction
and the background o f the study. It includes the problem statement, the purpose o f
the study, questions to be answered, the importance o f the study, and the limitations
o f the study.
Chapter II is a review o f the research and literature related to the topic o f the
study. Within this chapter is a brief review o f the background o f learning concepts
and learning organization; Human Resource Development (H RD ) training, cost o f
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training, transfer o f training, training barriers that overall inhibit the transfer o f
learning to the w orkplace; management and the transfer o f training, management
characteristics and the transfer o f learning. In addition, the study includes a general
background o f th e w orkforce in Saudi Arabia the training policy in Saudi Arabia, the
public sector training centers, and the training cost in Saudi Arabia. The chapter
concludes with definitions o f terms.
Chapter m presents the design o f the study. This chapter includes th e setting
o f the study, sample procedure, population, target sample, research variables, study
hypotheses, survey instrument, construction o f the instrument, testing the instrument,
pilot study o f the instrument, and measuring and scaling. Lastly, the chapter discusses
data collection and procedure.
Chapter IV contains four sections: (1) the respondents’ characteristics, (2) the
statement responses, (3) testing the hypotheses, and (4) summarization o f the
findings. These sections include the analysis o f collected data. The statistical methods
are described and the findings are presented and explained.
Chapter V has three main sections: (1) discussion o f the study, (2)
recommendations and implications, and (3) suggestions for future study.
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CHAPTER n

LITERATURE REVIEW
The Need for Learning
Because the world has becom e more interconnected and the w ork
environment more elaborate and complicated, learning has becom e the most
important element in an organization’s effectiveness. The workplace is constantly
changing; therefore, continual learning is a vital ingredient in any organization. For an
organization to survive and be effective, it must strive to keep up to date (Senge,
1990). Senge states that organizations must be “leamingful.”
According to Senge (1990), the more we create a learning atmosphere in the
organization, the more w e can produce extraordinary results. Bum s (1978) stated
that learning in the organization is the essential capacity for self-actualization and is
necessary for transformational leadership.
To transform the transactional organization from rigorous policies and
procedures into a learning organization, all managers and employees in the
organization must be given tim e and opportunity to learn and must be motivated to
learn and use new knowledge and ideas (Brandon, 1993; Senge, 1990). Furthermore,
an organization learns through its employees. The organization will benefit a great
deal from individuals who pass along their knowledge to the rest o f the group (Mills,
1992). To build a learning organization, leaders and management must commit to the

10
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knowledge and have a mechanism to renew knowledge so learning can continue
(Mills, 1992).
Leaders and followers, managers and employees, must work together to
remove the road blocks that hinder learning and to embrace a new practice (McGill,
1993). Leaders and managers must work as teachers, designers, and stewards (Senge,
1990). The entire organization must provide a supportive environment for newly
learned skills and ideas. In other words, every organization must continuously
possess the skills and knowledge that distinguish it from traditional organizations
(Senge, 1990). To be a learning organization, it must adopt the following
assumptions:
1. Everybody can be a source o f knowledge and skill.
2. Learning must come from the top management as well as from employees
below and from all directions.
3. New ideas are welcome.
4. M istakes are regarded as opportunities (Kramlinger, 1992).
Further, the organization must create a learning environment to continue to learn and
explore new experimentation, establishing a network between the knowledge
resource and members o f the organization. M anagers must have a good information
system, and the organization must establish a reward with benefits to help reinforce
the new learning. Human resource development must select the right people for the
right program. Finally, the organization’s leadership must support the new learning or
the human resource development activities (McGill, 1993).
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Human Resource Development
Nadler (1984) defined hum an resource d evelo p m en t as “an organized
learning experience in a definite time period to increase th e possibility o f improving
job performance grow th” (p. 1). Human resource developm ent can take many
different forms. Nadler (1982) maintained that HRD is education if the purpose is to
help individuals with future jobs o r a different job. It can be considered development
if the purpose is to strengthen the organization through individual performance
improvement. HRD may be regarded as training if the purpose is to improve current
jobs, or it may be a combination or variant o f all these types (Brinkerhoff, 1987).

Training
Training is a planned learning experience formulated to cause ultimate change
in personnel knowledge, skill, and attitude (Campbell, D unnette, Lawler, & Weick,
1970). The purpose o f training is to help individuals develop knowledge, skills, and
attitude that will increase their performance when applied to the workplace
(Brinkerhoff, 1987).
Brinkerhoff (1994) stated that highly effective training has four subprocesses:
(1) formulating training goals, (2) planning training strategies, (3) producing learning
outcomes, and (4) supporting performance improvement (p. 1). Brinkerhoff added
that effective training needs support performance improvement, which means that
training requires all people within an organization to w ork as partners in the training
process. As a partner in the training intervention, the supervisor must be both trainer
and trainee. Kelly (1992) defined p a rtn ersh ip as people united to w ork as a team, to
work toward the same purpose and goals to overcome barriers. All must support
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(a) training goals and strategies; (b) retraining by motivating trainees to acquire
knowledge, skills, and a new attitude in th e training center; (c) training during the
training session by following the trainees’ progress; and (d) training after trainees
return to the workplace by encouraging th e new knowledge, skills, and attitudes in
the workplace. In other words, if learning is not enforced on the job, the training will
fail (Brinkerhoff, 1994).

The C ost o f Training
I f not transferred to the workplace, training can be very costly. Training
requires the trainee to leave the job site, which may cause a problem for the
supervisor when skilled managers are scarce, and for the trainees’ colleagues who
must carry the extra workload. The problem is further complicated when the trainee
does not accomplish the organization’s goal. In other words, if the employee does
not use the new knowledge and skills on the job, resources are wasted. Training is
often provided for the wrong people at the w rong time (Brethower, 1995) or the
wrong program is presented to the w rong people in the wrong way. Employees are
sometimes given training to get them out o f the way, as a reward for mistakes, or to
escape heavy responsibility, as some HRD researchers indicated. The impact o f
training must transfer to the workplace.
Transfer o f Training

Broad and Newstrom (1992) defined tra n sfer o f learning as “the effective
and continuing application by trainees to their jobs o f the knowledge and skills gained
in training— both on and off the job” (p. 6). The transfer o f training is one o f the key
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criteria for evaluating the effectiveness o f any formal training program (Kirkpatrick,
1994).
King (1996) describes the lack o f transfer o f learning as someone who attends
a training session and then drops the learning between the classroom and the
workplace. She added that bridging the gap is commonly called tra n sfer o f learning.
I f learners apply what they learn in the workshop, then there will be a return on the
investment. If, on the other hand, the new skills and knowledge are not transferred to
the workplace, the return on the investment is poor (Parry, 1990). Michalak (1981)
believes that an effective training program must accomplish tw o things: the
acquisition and maintenance o f behaviors (p. 2). He defined the maintenance o f
learning behaviors as “anything that keeps acquired skill or knowledge up to the
performance standard” (p. 22).
For transfer o f training (also called transfer o f learning) to be successful, there
must be an environment that supports the new skills, knowledge, and attitude
(Warshauer, 1988). Robinson and Robinson (1985) describe three types o f transfer o f
skills: (1) what the leamer experiences and brings to the workplace, (2) the response
o f the immediate supervisor/manager, and (3) the response o f the organization itself.
Transfer o f skill begins when both the learning experience and work
environment labor together to achieve the same goal and results. Robinson (1985)
developed an equation that illustrates the impact o f the relationship between the work
environment (WE) and the learning experience (LE): Work Environment * Learning
Experiences = Result. Learning experiences come from the learning activities gained
by the trainee who attended the training center. Human resource development is in
charge o f this part o f the equation. A score o f 0 on any o f these variables will cause a
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0 in the equation’s result (Robinson, 1985). In other words, if the work environment
does not support newly learned skills, then the result o f that training is 0.
Robinson and Robinson (1985) described the successful work environment as
having three elements: the learner (L), the boss (B), and the organization (O), thus
the equation L x L E * B x O = Transfer. The Learner x the Learning Experiences x
the Boss x the Organization results in successful transfer o f learning.
The w ork environment may include the organizational culture, management
support, attitude o f the peers, etc. Two things can be done to ensure the w ork
environment will successfully support the transfer o f learning: (1) evaluate the w ork
environment or the organizational culture before training to identify any barriers, and
(2) help the line manager to reduce or remove barriers or obstacles (Robinson, 1985).
Organizational culture may serve as an informal guide for people within th e
organization. In other words, it will generate a new atmosphere that affects how
people behave and the type o f interpersonal reactions that will exist in the
organization (Schein, 1986). On the other hand, culture provides the glue that holds
the organization together and stimulates commitment toward a common goal (P eter
& Waterman, 1982). Furthermore, the functions o f culture are to unite the
organization, transmit learning, give meaning to the organization’s members, and deal
with member behavior (Gorman, 1989). In other words, the work environment is one
o f the transfer barriers that may inhibit the transfer o f training to the workplace.

Transfer Barriers
Brinkerhoff (1994) indicated that an organization has the power to train o r
untrain its employees. To “train employees” means to motivate and reinforce them to
use their new knowledge on the job, which results in the transfer o f training to the
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workplace. In addition, an organization can untrain its employees by not supporting
trainees in using their new knowledge and skills, and, as a result, new learning will
not transfer to the workplace.
Trainees learn what they are supposed to know, but when they return to the
workplace, some barriers may delay their using newly learned skills, knowledge, and
attitude. Such barriers include management and/or supervision (Brinkerhoff, 1994;
Broad & Newstrom, 1992). Trainees face other barriers, such as peers who do not
accept new ideas and the fear o f new changes (Brinkerhoff, 1994).
People resist change o r try to maintain the status quo for several reasons,
including lack o f interest in the new ideas, lack o f interest in the new knowledge and
skills, fear o f change itself, and lack o f incentive or reward. This may result in an
employee trying to delay the intervention or avoiding it totally (Brinkerhoff, 1994).
Too many employees attend training sessions and find the skills and knowledge
valuable but do not transfer that education to the workplace. The lack o f transfer o f
skills to the job will cause the organization to lose those resources (Robinson, 1985).
Schein (1985) suggested that the culture may stop the new vision and future
plan o f an organization. Also, it may cause a failure for new learning and also may
stop the implementation o f new technology. Schein also suggested that off-site
training frequently fails because the trainees return to an organizational culture that
does not support the new skills, knowledge, and values.
Brinkerhoff (1994) gave an example o f two trainees who w ent to the same
training program. They both gained new knowledge and skills, but the level o f
transfer o f knowledge differed when they returned to their w ork environment. It
appeared that the two trainees went to two different programs, but, in fact, they
attended the same training program. The problem was they returned to tw o different
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cultures, because th e levels o f support offered by the management in the tw o separate
workplaces were different. W hereas one organizational culture may be supportive o f
the new skills and knowledge, another organization may not be. Thus, one factor o f
the organization’s culture is the management o f the organization.

M anagement and the Transfer o f Training
Broad and N ew strom (1992) maintained that one element or tool that shows
trainees that what they learn is important is the support o f their manager in their
training. M anagement support o f these trainees has an effect on the transfer o f
learning (Brinkerhoff, 1994).
Broad and N ew strom (1992) stated:
Managers can shape employees’ attitudes in a positive way, they involve the
training in setting goals for themselves following the training, they make
explicit promises o f reward that can be received if training is successfully
transferred, and they generally encourage trainees to view training as
potentially helpful in their jobs and careers, (p. 71)
Additionally, “M anagers need to provide and demonstrate their full support in
advance o f training experiences” (Broad & Newstrom, 1992, p. 60). Broad and
Newstrom believe that support from management will increase the likelihood that
trainees will transfer and apply the new knowledge and skills to their workplace.
Brinkerhoff (1994) suggested that for learning to be transferred to the
workplace, some assumptions must be made:
1. The manager must follow-up on the trainee’s job performance after training
is over and must continue to do so, and
2. There must be regular meetings between the manager and the trainee to
evaluate the trainee’s performance.
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Brinkerhoff added that learning must be reinforced continuously on the job. One tool
o f reinforcement is supervision involvement, which can strengthen the link between
training and achieving the organization’s goals. Supervisors can discuss this link with
trainees and hold them responsible for learning. This reinforcement benefits the
organization.
Broad and Newstrom (1992) stated that the organization must provide
orientation for supervisors regarding the training program their trainees will attend.
They suggested the purpose o f this orientation is to discover the highlights o f the
training to cue their employees in term s o f what to expect, provide a proper role
model for them in terms o f desirable behavior, and properly reinforce the desired
behaviors following the training (p. 62).
Phillips (1991) mentioned that the manager must communicate with the
trainee prior to the training program. The purpose o f this discussion is to remove
roadblocks and ease the anxiety that may develop before the training session begins.
Warshauer (1988) stated that certain characteristics in the work environment
either support or obstruct the transfer o f learning. He indicated the single most
important element in maintaining the new behaviors o f trainees is whether there is
positive reinforcement from the supervisor o r manager once they return to their jobs.
Positive reinforcement coming from the immediate manager is the most powerful
maintenance system. Broad and Newstrom (1992) suggested an immediate one-toone meeting between the manager and the trainee with the purpose o f this meeting
“to communicate support for transfer” (p. 104). Also in this meeting the supervisor
should assure the trainee that such training should be transferred to the workplace.
Furthermore, there must be other meetings between the two to resolve any problems
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and support the transfer o f training to the workplace. M anagers must also give the
trainee an opportunity to practiced the new skills.
Georgenson (1982) suggested that the m anager and the trainee should have a
meeting to discuss the training project before and after the training. The purpose o f
this meeting is to reinforce the new knowledge. H e believes that trainees should
encourage the manager to provide them with feedback, which must come
immediately at the end o f the course and must be specific.
M anagers must be involved in supporting training events before, during, and
after training (Warshauer, 1988). The plan for transfer and maintenance o f learning
must be formulated before a program begins. Hum an resource development
personnel should involve supervisors and managers in the need assessment process so
they can learn from their perceptions and incorporate their objectives for program
impact.
Managers and the human resource development personnel must work
together to create a program which includes specific knowledge, skills, and attitude
(Warshauer, 1988). Furthermore, managers must involve trainees in the selection
process, explaining why they are choosing a particular program. The more managers
and trainees are involved in the planning process, the more likely they are to be
committed it, and the more likely the program to succeed.
Discussion between the manager and trainees before training intervention can
help identify the organizational support and barriers and assist them in finding ways
to enhance support and remove barriers (Torst, 1985).
Broad and Newstrom (1992) stated that managers must insist on trainees’
attendance at the training session to increase the amount o f learning. They added that
managers should discuss the employees’ training assignment and assure them that any
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interruption during the training will b e avoided. In addition, managers must
emphasize to the trainees that a final report will be needed following the training
session. Broad and Newstrom also suggested the manager discuss the impact o f
training immediately upon the em ployee’s return to the job— w hat happened in the
training session, how to avoid any transfer barrier, and how both can transfer and
apply the new skills.
Warshauer (1988) believes one o f the most effective tools to transfer new
knowledge to the workplace is the managem ent’s efforts. M anagers can be involved
in several ways during the training program, such as attending the training session to
understand the program content and how to apply it. Trost (1985) and W arshauer
(1988) insist that involvement o f the human resource development personnel and the
level o f commitment by managers in such a program both affect the outcom e— to
either increase or reduce the transfer o f learning.
Trost (1985), Brinkerhoff (1994), and others believe that w ithout the support
and encouragement from management, transfer o f learning will never happen. Phillips
(1991) indicated result-oriented training has three elements: (1) the program manager
who conducts the training, (2) the trainee, and (3) the manager’s support. W ithout
the involvement of any o f these three, the training will fail. King (1996) stated that
training departments alone can do little to transfer knowledge and skills. It is up to
the managers and trainees to apply the new knowledge and transfer it to the
workplace. Phillips (1991) believes it is the management’s responsibility to transfer
the learning to the workplace. H e suggested that management be responsible for the
trainee’s development through commitment, support, and involvement.
Trost (1985) offered four reasons why transfer o f learning does not happen in
the workplace. First, trainees do not know their strengths and weaknesses during
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implementation o f the program. The second reason is the lack o f mutual agreement
between the manager and trainee on the expectations o f the program. Third,
managers do not really understand what is going on in the classroom; therefore, they
do not demand specific new skills taught in the training center. Finally, managers do
not understand their roles as reinforcement agents and supporters. To resolve the
problem, Trost suggested that managers (a) should meet with trainees and determine
the impact o f the training; (b) must look at the program content in the training
session; (c) must understand their roles as coach, modeler, and reinforcer; and (d)
must be given new approaches and techniques for identifying and reinforcing what
the trainees have learned.
Robinson (1985) suggested that human resource development departments
must educate the management on how to transfer training to the workplace, and
together they must w ork as partners in the process. Broad (1982) and Nadler (1986)
both believe that when a good support system exists within an organization, the value
o f training increases, and thus it is more likely that transfer will occur.
Broad (1982) described management support in four categories: pretraining,
during training, jo b linkage and follow-up. He believes that if there is no support
system from the management before the training starts, the pretraining and during
training will be affected. In other words, if the m anager does not support the training
in the workplace, new learning reinforcement before and after will not be as effective.
Phillips (1991) suggested that for an organization to be effective in its human
resource activities, it must have an “ideal support,” as defined by several criteria.
Managers must (a) give enthusiastic endorsement and approval for participants’
involvement in HRD programs; (b) volunteer personal services o r resources to assist
in the HRD effort; (c) make a commitment with the participant prior to attending the
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program, outlining what changes should take place or what task should be
accomplished after completion o f the program; (d) reinforce in a variety o f ways
behavior changes resulting from the program; (e) conduct follow-up o f the results
achieved from the program; and (f) give positive rewards for participants with
outstanding accomplishments as a result o f attending the HRD program (p. 307).
Finally, Phillips (1991) stated there must be a w ritten agreement o f
commitment between the manager and the trainee, indicating the responsibilities o f
each for transferring the training to the workplace. Phillips also proposed developing
the management’s commitment by allowing the managers to attend the training
program with the trainees. Managers will accept the new changes, knowledge, skills,
and attitude and will transfer them to the workplace if the personnel satisfaction is
met and the proper incentives are available (House, 1997). Ouchi (1981) suggested
that when people are satisfied, they will be more productive. The productivity o f the
manager, in this situation, results from his or her support for the transfer o f training
to the workplace. Therefore, the question is, What are the management
characteristics that inhibit or support the transfer o f training?

Management Characteristics and Transfer o f Training
Most o f the previous studies have concentrated on program design and
delivery while neglecting the other part o f the equation— management support
(Broad, 1982). Some studies have touched on management support as a key element
in the transfer o f training or as a transfer barrier in the workplace (e.g., Brinkerhoff,
1994; Broad, 1982; Broad & Newstrom, 1992; Georgenson, 1982; Newstrom,
1986). M ost o f these studies did not discuss the relationship between management
characteristics (age, level o f education, training experience, w ork experience, gender)
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and the transfer o f training to the workplace. In other words, those studies did not
investigate management characteristics in particular, o r the relationship with
particular characteristics in the transfer o f training. D o management characteristics
inhibit or support the transfer o f training to the workplace? The following section
will discuss the previous studies that touched the transfer o f training to the
workplace.
Previous Studies
According to Ford and Weissbein (1997), 20 empirical studies investigated
the transfer o f training (see Table 1). The present study will touch on these studies as
related to this subject. M ost o f the studies focused on the Baldwin and Ford model
(Ford & Weissbein, 1997) developed in 1988, as shown in Figure 1. According to
Ford and Weissbein, these studies measured only the immediate impact o f training on
the trainees but did not consider the amount o f skill and knowledge that transferred
to the workplace.
In reviewing Ford and Weissbein’s (1997) studies in Table 1, none o f the
studies they investigated mentioned precisely the relationship between the level o f
education and commitment, satisfaction, and the enforcement o f transfer o f learning.
N or is there a study that investigated the relationship between the management’s
previous training experiences and the management’s commitment to, satisfaction
with, and enforcement o f transfer o f learning to the workplace.
Furthermore, according to Ford and Weissbein (1997), most the research that
dealt with the transfer o f learning focused on the workplace environment, such as the
work climate. They stated that most o f these studies evaluated the transfer factors in
general context rather than from all perspectives, and the studies that followed the
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Table 1
Review o f Transfer Studies
Author(s)

Sample

Task/
Training
Content

Variables

Design

Criteria

Results

Baldwin (1992)

72 business
students

Assertive
communication
skills

Scenario variability,
& model
competency
variability

Experimental
(random
assignment of
those attending)

Learning score,
behavioral
reproduction &
generalization,
(immediate & alter
I month)

Model variability led to
increased generalizing o f
the behavior, the positive
models only group
reproduced the behavior
to a higher level.

Brinkerhoff &
Montesino (1995)

70 trainees, 5
courses, Fortune
200 Company

Meeting,
negotiation,
team, & com
munication
skills

Management
support— before &
alter training
discussions

Experimental
(random
assignment of
those attending)

Self-reported degree
o f transfer (1.5
months alter training)

Supervisor discussions
with trainees increased
reported transfer

Facteau, Dobbins,
Russell, Ladd, &
Kudisch (1995)

967 managers &
supervisors

Management
training

Training motivation,
compliance,
intrinsic & extrinsic
incentives, career
exploration, &
planning,
commitment,
support task
constraints

Survey

Self-reported transfer

Pretraining motivation,
subordinate, peer &
supervisor support,
predicted transfer

K>
A
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Table 1— Continued
Author(s)

Sample

Task/
Training

Variables

Design

Criteria

Results

Content

Ford,
Quinones, Sego,
& Sorra (1992)

180 Air Force
graduates of
training program
& their
supervisors

Equipment
used to support
aircraft

Type of base,
supervisor attitudes,
support, work flow,
ability & selfefficacy

Survey

Self-reported
opportunity to
perform skills
(4 months afler
assignment)

Supervisory attitudes,
workgroup support, selfefficacy and ability were
related to various
dimensions of opportunity
to perform.

Gist,
Bavetta, &
Stevens (1990)

68 MBA
students

Dyadic
negotiation
skills

Post-training
maintenance
intervention: Goal
setting & self
management
training

Experimental
(random
assignment o f
those in training)

Performance, strategy
use, repetition rate (2
weeks afler training)

Self-management
intervention led to better
transfer performance &
strategy use while goal
setting led to greater skill
repetition.

Gist,
Bavetta, &
Stevens (1991)

79 MBA
students

Dyadic

Trainee selfeflicacy, & post
training
maintenance
intervention: Goalsetting or self
management
training, goal level

Experimental
(random
assignment o f
those in training)

Cognitive learning &
simulation exercise
negotiating
performance (before
& 6 weeks after
training)

Self-efficacy related to
performance &
maintenance. Self
management training
attenuated this
relationship, goal setting
training accentuated it.

negotiation
skills

to
i/i
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Table 1— Continued
A uth o rs)

Sample

Task/

Variables

Design

Criteria

Results

Training
Content

Gopher, Weil, &
Bareket (1994)

58 cadets in the
Israeli Air Force
flight school

Flying skills in
performance
aircraft

Computer game
training, embedded
training strategies
(specific skills part
task versus coping
with processing dc
mands using whole
task)

Quasiexperimental
(trainees matched
on abilities
selected into
groups)

Two instructors'
ratings of general
performance in a jet
trainer, likelihood of
continuing, & ratings
on 3 skills (over 8
flights)

Game group had better
transfer & did better than
the control group on jet
trainer performance.
Specific skills training led
to better training
performance, but not
transfer.

Kraiger, Salas, &
Cannon-Bowers
(1995) Study 2

40 under
graduates

Complex naval
decision
making task
(TANDEM)

Structural
assessment of
“closeness" (C) to
an expert model &
timing of advanced
organizers, before
or after training

Experimental

Structural assessment,
closeness to expert
model, performance
on a simulation

C was higher, & related
to performance, for those
receiving the advanced
organizer before training.

Lintem, Roscoe,
Koonce, & Segal
(1990)

42 adult flight
students

Aircraft Inndtng
skills

Simulator practice
(2 hours),
augmented feedback
(2 types, adaptive
feedback &
guidance)

Quasiexperimental
(trainees matched
on gender, all
novices)

Number of attempted
plane landings before
solo (after 17 flight
hours)

Training reduced the
number of pre-solo flights
needed.

to

o\

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

Table 1— Continued
Aulhor(s)

Sample

Lintem, Sheppard, 85 student naval
Parker, Yates, &
aviators
Nolan (1989)

Task/
Training
Content

Variables

Design

Criteria

Results

Aircraft attack
maneuver

Simulator practice,
level o f training trial
physical fidelity
features; scene
detail, field o f view

Quasiexperimental

Distance from the
center o f bombing
target over 6 flights

The first 24 simulator
trails led to better
performance. Specific
features did not alter
transfer.

P a a s (1992)

46 technical
school students

Statistics
(computerized
training)

Training strategy
(conventional
problems, worked
out problems, &
completion
problems)

Experimental
(random
assignment of
those in training)

Performance on
statistics test
involving near & far
transfer (immediately
after training)

Worked problems
improved near transfer,
worked & completion
problems improved for
transfer relative to the
conventional problems.

Quinones, Ford,
Scgo, & Smith
(1995)

118 Air Force
training
graduates &
their supervisors

Equipment
used to support
aircraft

Learning, career
motivation, locus of
control, supervisor
attitudes & work
group support

Survey

Self-reported
opportunity to
perform trained skills
(4 months after
assignment)

Learning & career
motivation, were related
to supervisor attitudes.
Supervisor attitudes &
support predicted
opportunity to perform.

Rouiller&
Goldstein (1993)

102 manager
trainees & 919
of their
supervisors/
subordinated

Management of
fast food
restaurant

Unit (store) climate
aggregated if more
than I person
completed the
survey, trainee
learning, & unit
performance

Survey

Supervisor &
personnel transfer
ratings, manager's
performance summary
(8-12 weeks after
assignment)

Learning & climate were
related to transfer.
Transfer behavior was
related to performance.
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Table 1— Continued
A u th o rs)

Sample

Task/
Training

Variables

Design

Criteria

Results

Training versus
control, previous
negative events in
domain (biodata)

Experimental
(random
assignment o f
those in training)

Two raters on ability
to use assertiveness in
a a simulation (1
week after training)

Negative events pilots
experienced led to more
assertiveness due to
training.

Content

Team
performance

SmithJentsch,
Jentsch,
Payne, & Salas
(1996)

32 pilots in a
cockpit resource
mgt. program

Swezey, Perez, &
Allen
(1991)

120 under
graduates

Electro
mechanical
troubleshooting

Static vs. moving
displays, procedural,
conceptual or
integrated (both)
training strategics

Experimental

Task simulator
performance, handson transfer task,
abstract transfer task,
knowledge test (all
immediate & after 1
week)

Procedural had fewer
errors but took longer on
task. Knowledge also
predicted hands-on
performance. Conceptual
& integrated performed
better on the abstract
task. Display type did not
matter.

Tesluk, Farr,
Mathieu, & Vance
(1995)

252 employees,
supervisors
attending
training, 88 units

Employee
involvement
(E.l.) training

Manager's attitude
& behaviors toward
E.I., participative
climate, commit
ment, E.l. activity,
cynicism, & belief
in improvability

Survey

Self-report of
individual
generalization of
training

E.l. activity, commitment,
cynicism, & belief in
improvability were
related to transfer.
Climate was significantly
related to transfer but in a
negative direction.

related

assertiveness

NJ

oo
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Table 1— Continued
Author(s)

Sample

Task/
Training
Content

Variables

Design

Criteria

Results

Tracey,
Tannenbaum, &
Kavanagh (1995)

505 managers,
52 supermarkets

Management
skills

Learning, pre- &
posttraining
behaviors
(supervisor ratings),
transfer climate,
continuous learning
climate

Survey

Supervisor ratings of
posttraining behavior
(6 -8 weeks after
training)

Pretraining behavior,
transfer climate, &
learning climate were all
related to
transfer

Tziner, Haccoun,
& Kadish
(1991)

81 Israeli IDF
trainees

Advanced
training
methods

Posttraining relapse
prevention,
environmental
support, motivation
to transfer, mastery

Experimental
(random
assignment of
trainees)

Self-report &
supervisor ratings o f
training, & transfer
strategy use (10
weeks after training)

RP led to mastery &
increased reported
strategy use; supervisors
rated more skill use.
Support & internal locus
also led to
transfer

W arr& B unce
(1995)

106 junior
managers

Managerial
skills

Open learning
training, motivation,
anxiety for training,

Survey

Supervisors rated
learning, changes in
job behavior, &

Motivation related to
knowledge. Attitude,
learning strategy & age
predicted learning.
Tenure & learning
predicted transfer with
younger managers more
likely to apply training to
the job.

learning activities,

reactions (im m ediate

behavioral learning
strategics, biodata

& after 3 months)

to

vo
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Table 1— Continued
Author(s)

Sample

Task/
Training
Content

Variables

Design

Criteria

Results

Xiao
(1996)

106 workers in
China

Electronics

Application
orientation, match of
employee
knowledge, skills, &
abilities to work
design, rewards,
supervision, peer
support.

Survey

Self-reported output
o f transfer behaviors,
scrap rates
(9 months after
training)

Learning related to
performance. Work
characteristics related to
transfer & scrap. Close
supervision & match of
worker's abilities to work
design were most
influential. Peer support
also related to transfer.
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(Reprinted by permission from Performance Improvement Quarterly, 10(2) 24-29. Permission also granted from the author, J. Kevin Ford, Ph.D.,
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Figure 1. A M odel o f Training Transfer.
Copyright 1997 by the Learning Systems Institute, Florida State University, Suite
4600, University Center, Bldg. C, Tallahassee, F L 32306-2540. Reprinted by
permission from P erfo rm a n ce Im provem ent Q uarterly, 70(2), 24 (Appendix A).

correlational research did not show how the w orkplace environment affects the
transfer o f training.
In 1988, Baldwin and Ford investigated th e transfer o f training concept. In
their study they developed a model and organized their thought o f training transfer
around this model. The model, as shown in Figure 1, contains six elements o f training
input, training output, and the conditions o f transfer. They explained the conditions
o f transfer as (a) th e generalization o f material learned in training to the job context,
and (b) maintenance o f the learned material over a period o f time on the jo b (p.
64).Training outputs include (a) the new knowledge, skills, attitude learned at the
training session, and (b) the amount o f retention after the course is over. The training
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input consists o f (a) training design, (b) trainees’ characteristics, and (c) w ork
environment factors.
Training design contains three factors: (1) the learning principle, (2)
sequencing o f training materials, and (3) job relevance o f the training content.
Trainees’ characteristics include four items: (1) ability, (2) skills, (3) motivation, and
(4) personality factors o f trainees.
W ork environment factors include climate factors, such as supervisory o r peer
support, as well as the constraints and opportunities to perform learned behavior on
the job (p. 64).
According to this model, both trainees’ characteristics and w o rk environment
have an effect on the immediate outcom e o f training (learning and retention) and the
impact o f training (transfer o f training) (Robinson, 1985). The findings o f this study
suggest that the transfer o f training will not be accomplished w ithout management
support o f such training.
In 1994, a research paper entitled “Supporting Employees’ Learning Transfer:
The Role o f the Manager and the Organization” was presented to The First Academy
o f Human Resource Development by Preskill and Kusy. One o f the purposes o f this
study was to understand who most affects the transfer of learning— the manager, the
trainee, or the trainer. A survey was used to measure the degree o f concentration o f
transfer barriers by the manager, the trainer, and the trainee. The survey, consisting o f
26 closed and open-ended questions, w as sent to 246 participants o f courses and
workshops o f different agencies. O f those surveyed, 179 responded. Study results
showed that 49% of respondents believed the managers do not help in the knowledge
and skills gained from the workshop, while another 49% believed that managers
rarely provide feedback on how well the trainee is doing in the class.
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In 1995, Tracey, Tannenbaum, and Kavanagh investigated the influence o f
w ork environment on the transfer o f training. The main purpose o f the study w as to
examine the influence o f two specific dimensions o f organizational climate and
culture on the transfer o f supervisory behaviors learned in formal training programs.
The sample o f the study included 505 managers and 52 supervisors. Results indicated
that w ork environment is directly related to the transfer o f trained behaviors. In other
words, pretraining behavior and the training climate are both related to transfer o f
training. The researchers concluded that the culture and climate o f the organization
affect the transfer o f training in the workplace.
In 1995, Brinkerhoff and Montesino investigated the influence o f management
intervention (support) on the transfer o f training. Intervention included discussion on
the training expectation with trainees before the training took place and then again
after the training was completed. The main purpose o f the follow-up discussion was
to transfer the training to the workplace. Ninety-one trainees in five skill development
courses in a Fortune 200 company in Michigan participated in this study. Subjects
w ere divided into tw o groups. In the first group, the manager provided discussion
before and after the training; in the second group, no discussion was provided. The
results showed that the group with whom the manager had discussion demonstrated
significantly higher use o f the training they received and a more positive attitude
tow ard the transfer o f training in the work environment.
In 1995, Facteau, Dobbins, Russell, and Ladd conducted a study on the
effectiveness o f the training environment on pretraining motivation and perceived
training transfer. The study hypothesized that training attitude, individual attitude,
and environment support variables would relate to pretraining motivation; and that
pretraining motivation, organizational commitment, and environment support
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variables are related to perceived training transfer. The sample consisted o f 967
managers and supervisors employed by a southeastern state governm ent and was
representative o f governmental offices. A comprehensive survey was sent to these
managers and supervisors.
The findings supported the idea that those who are committed to the values
and goals o f the organization had higher levels o f pretraining motivation. Supervisory
support was positively related to pretraining motivation. M oreover, both subordinate
and peer support were related to perceived transfer measures. Supervisory support
was negatively related to transfer, while top management support show no significant
relationship. Finally, pretraining (attitudinal variables o f intrinsic incentives, training
reputation, organization commitment, and compliance) motivation was positively
related to perceived training transfer.

Summary
Most o f the studies reviewed dealt with transfer o f learning as an immediate
outcome or impact o f training. Other educational researchers looked at support o f
management from a broader picture. They did not investigate more precisely the
managers’ characteristics o r those characteristics that do or do not support the
transfer o f learning.
On the other hand, B road (1982) indicated that most studies focused on
program design or the content o f the program and totally ignored management
support as a key element for transfer o f training to the workplace. O ther studies tried
to investigate the trainees’ characteristics (their ability, motivation, personality) and
their effectiveness in the transfer o f training to the workplace (Baldwin & Ford,
1988).
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If the results o f this study agree with Broad (1982), Brinkerhoff (1987, 1994),
and Robinson (1985), among others, then the management barrier is the biggest
obstacle to the transfer o f learning.
M ost o f the studies (e.g., Broad, 1982; Broad & Newstrom, 1992) that
discussed management support as the key element for transfer o f training to the
workplace did not explore the management characteristics that support or inhibit the
transfer o f training. In other words, do the management characteristics have an effect
on management support o f the transfer o f training to the workplace?
This study will consider some o f the management characteristics that may
affect management support o f the transfer o f training to the job. This study hopes to
determine the characteristics o f managers who support training or inhibit th e transfer
o f training to the workplace. In other words, do the level o f education or th e training
experiences o f Saudi managers have an effect on their commitment to, reinforcement
of, and satisfaction with transfer o f training to the workplace?
General Background o f Saudi Arabia
Saudi Arabia is located in southwest Asia. It is bounded on the west by the
Red Sea; on the east by the Arabian Gulf, Bahrain, Qatar, and the United Arab
Emirates; on the southeast by Oman and Yemen; and on the north by Kuwait, Iraq,
and Jordan.
Saudi Arabia comprises about four fifths o f the Arabian Peninsula. The total
area o f Saudi Arabia is more than 2,250,000 square kilometers (Ministry o f Planning,
1995). It occupies 865,000 square miles o f land mass (Al-Farsy, 1990). According to
a recent census, the Saudi Arabian population is approximately 12,304,835.
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There are 13 administrative regions: Riyadh, M akkah Ai M ukarram ah, AI
Madinah AI M unwarah, Qassim, AI Sharkiyah, Asser, Hail, Tabouk, AI Baha, AI
Hodood AJ Shamalia, AI Jou£ Jazan, and Najran. Each administrative region is
composed o f “M ohafaza.” There are 43 levels o f A M ohafaza and 61 levels o f B
M ohafaza (Ministry o f Planning, 1995, p. 16) One o f the m ajor M ohafaza in Makkah
AI M ukarramah is Jeddah, the holy city o f Makkah, AI Taef. AI Sharkiyah, on the
other hand, has many major Mohafaza, such as Dammam City, AI K ober, and
Dahhran. In al H odood al Shamalia are Mohafaza Arar and M ohafaza AI Gorayaat.

Training Policy in Saudi Arabia
The government o f Saudi Arabia has recognized the im portance o f training
and development since the establishment o f the m anpow er system in 1970, and it
focused on the training and development through the establishment o f the civil
service bureau system in 1978. In these two systems, it becam e part o f the managers’
duties to provide training for their employees (Alsenedy, 1992). Furtherm ore, each
manager must train at least 5% o f employees annually. This is because the
employment system in Saudi Arabia is based on a com petency system, which is the
only way to keep the employee in his job (Alsenedy, 1992).
According to the fifth 5-year development plan (1990-1995), there are nine
steps that govern training policy in Saudi Arabia:
1. Increase the coverage o f vocational and technical education and
training services.
2. R eorient the training system to the labor m arket requirements.
3. Im prove the policy making and coordinated implementation
mechanism o f the training system.
4. Develop a central support system.
5. Im prove the professional competence o f training personnel.
6. Increase the participation o f the private sector in the financing and
delivery o f training services.
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7. Coordinate admission policies am ong vocational and technical
education and training institutions.
8. Increase the utilization o f existing training resources.
9. Saudization o f the private sector through training.
(Ministry o f Planning, 1990, pp. 2 7 9-281)
The Public Sector Training Centers in Saudi Arabia
In Saudi Arabia, the public sector vocational and technical education and
training is provided by two main agencies: the Institute o f Public Administration
(IP A) and the General Organization for Technical Education and Vocational Training
(GOTEVT). The P A provides both short- and long-term inservice training in
addition to search and consultation services to im prove public administration policies
and the system (Ministry o f Planning, 1995).
Vocational and technical training is provided by GOTEVT. Some Saudi
universities, such as King Saud University, offer specialized courses and seminars for
professionals at the request o f the government agencies (Ministry o f Planning, 1995).
Also, the government has the Institute o f Applied Research, which offers some social
and technical courses for public sector employees.

Training Costs in Saudi Arabia
In the third 5-year development plan (1980-1985), 12% o f the total budget
was allocated for training and development (Embassy, 1985). In the fourth 5-year
development plan (1985-1990), $37 billion or 18% o f the national budget was spent
for training and development (Ministry o f Planning, 1985). The fourth 5-year
development plan not only concentrated on the development o f national m anpow er
but also hired those who needed jobs. The plan called for hiring at least 374,700
competent employees by the end o f 1990.
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Expenditure for training and development in the fifth 5-year development plan
(1990-1995) was $7,015 billion for both IP A and GOTEVT. As a result, in 1996 the
number o f trainees who successfully completed training program s reached 16,758, a
54.8% increase over the 10-year span. In 1985 the number o f trainees was 8,346
(Ministry o f Planning, 1995). In 1994, the number o f graduate trainees in Saudi
Arabia was 55,310 (M anpower Annual Report, 1994). In 1995, graduates from IPA
numbered 15,233 trainees, w ith 18,445 graduates from G O TE V T (Ministry o f
Planning, 1995).

Definitions o f Terms
C om m itm ent: Phillips (1991) stated that commitment’s meaning goes deeper

than a pledge or promise. It includes the action o f top management to allocate
resources and lend support to HRD efforts in the organization (p. 300).
D evelopm ent refers to learning activities planned to prepare the individual for

general growth within the organization and readiness to move in new directions
whenever the organization is willing to change (Nadler, 1986).
H um an resource developm ent, according to Broad and Newstrom (1992),

occurs when a professional helps the organization to enhance w orkforce effectiveness
and productivity through learning and other performance improvement activities
(P. 4).
L earning is the acquisition o f new skills, attitude, and knowledge (Nadler,

1986).
M anagem ent b a rriers are poor attitudes and behaviors exhibited by managers

that inhibit transfer o f learning (Trammell, 1987).
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M a na gem en t characteristics are specific criteria that differentiate some

managers from others, such as age, level o f education, training experience, and
motivation.
M an a gem en t satisfaction fo r tra nsfer o f le a rn in g describes managers who

are fully satisfied with sending employees for training and then are committed to
allowing that transfer o f training to the workplace.
M a n ag em ent support is the management’s observation o f trainees which is

intended to support full use o f new skills, knowledge, and attitude gained by trainees
in training sessions within the workplace (Broad, 1982).
R einforcem ent: Phillips (1991) defined rein fo rcem en t as an action designed

to reward o r encourage a desired behavior (p. 301). Broad and Newstrom (1992)
defined rein fo rcem en t as a systematic application o f a positive consequence to a
trainee, contingent on the demonstration o f a desired behavior (p. 107).
T raining refers to learning activities designed to improve employees’ current

jobs (Nadler, 1986).
T ransfer o f learning, according to Trammell (1987), is the degree to which a

person uses the knowledge, skills, and attitude learned in the training setting on the
job in an effective, continuous, and timely manner. T he definition o f tra n sfer o f
training in this research is based on Newstrom (1986), when he defined it as “the

degree to which managers effectively apply to their jobs the knowledge and skills
gained in an off-the-job development process” (p. 34).
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CHAPTER m
METHODOLOGY
The purpose o f this study is to investigate management characteristics and the
effect of management support on the transfer o f learning to the workplace. Newstrom
(1986) states that management support is a more effective elem ent o f transferring o f
training to the workplace. I f an organization concentrates m ore on management
support than on design and delivery o f the program, there will be greater transfer o f
knowledge and skills to the workplace.
If this is the case, w hat management types are w e talking about? Do the
management’s characteristics have an effect on management support, which, in turn,
affects the transfer o f training to the workplace? W hat characteristics support or
inhibit the transfer o f training to the workplace? This study will investigate two
management characteristics: (1) managers’ education levels, and (2) managers’
training experience. H ow do these two management characteristics affect the
manager’s reinforcement of, commitment to, and satisfaction with the transfer the
training to the workplace?

The Setting
This study was conducted in Saudi Arabia with a population o f Saudi
managers who work in the governmental offices. The participants w ere from five
cities in Saudi Arabia: Riyadh, Jeddah, Dammam, Hail, and Jayzan. These cities
chosen because they represent different geographical locations within the country.
40
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Riyadh is in the central region, Jeddah is in th e west, Dammam is in the east, Jazan is
in the south, and Hail is in the north.
The Sample Procedure
This study focused on managers who w o rk for the health districts in the
Ministry o f Health in Saudi Arabia. These districts have the responsibility o f
providing health care for people who live close to these districts. The districts also
work in the field o f preventive medicine. In fact, the CEOs o f these districts are
appointed by and report directly to the M inister o f Health.
Eighteen linked health districts report directly to the Ministry o f Health in
Riyadh, the capital o f Saudi Arabia: Riyadh, Jeddah, Al Shargeya (Dammam), M akka
Al Mokarramah, Al M adenah Al Monawarah, Hail, Algasem, Asseer, Najran, Jazan,
Tabook, Al H odood Al Shamaleyyah, Al Gorayat, Al Ahsa, Al Joof, Al Baha, H afer
Al Baten, and Taef.
The three m ajor health districts— Riyadh, Jeddah, and Dammam— supervise
many hospitals and health clinics, not only in these cities but in many small cities and
villages that report directly to these districts. Therefore, a high number o f w orkers
are employed in these districts. For instance, in 1991, there were 21,043 w orkers in
Riyadh Health District, 12,243 in Jeddah Health District, and 8,079 in Dammam
Health District. In the same year, Hail Health District employed 3,191 w orkers, and
Jazan Health District, 7,106 workers (Ministry o f Health Report, 1991).
The number o f workers in Riyadh Health District is more than six times the
number o f workers in Hail Health District; Jeddah Health District has almost four
times as many. Furthermore, Riyadh Health D istrict employs three times as many
workers as Jazan H ealth District. As a m atter o f fact, the workers in these major
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cities represent about 34% o f the total number o f workers in the 18 health districts. If
we add Hail and Jazan Health Districts to these major health districts, the health
workers represent 42% o f the total workers in the 18 districts. The total number o f
workers in the Ministry o f Health districts was 122,464 in 1991 (Ministry o f Health
Report, 1991).
The workers mentioned here include physicians, technicians, nurses, and
administrators. In this study, however, the focus is only on m anagers who work
within the health districts. In others words, managers who w ork in the hospitals,
clinics, health colleges, and institutes are not included in this study.
The Population

The study population includes the middle and line managers who work only in
the health districts. According to the Ministry record, the total number o f middle and
line managers in all the districts is approximately 666.
The Sample
The researcher selected 5 health districts from the 18 districts mentioned
above. These districts contain 25% o f the total health district’s population. According
to the Ministry o f Health record, 165 line and middle managers w ork in these five
health districts.
The Research Variables
The independent variable is management characteristics responsible for
causing an effect on the dependent variable (Kerlinger, 1986).
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The dependent variable is management’s support o f transfer o f learning
because it is affected by the independent variable (Kerlinger, 1986).
The independent variable was classified into two variables: (1) the m anagers’
level o f education, and (2) the managers’ training experience.
The dependent variable was classified into three variables: (1) level o f
commitment by the manager to the transfer o f training to the workplace, (2) level o f
manager satisfaction with the transfer o f training to the workplace, and (3) level o f
reinforcement o f the manager toward the transfer o f training.
Hypotheses

Conceptual Hypotheses

1. There is a relationship between the level o f managers’ education and their
commitment tow ard the transfer o f learning to the workplace.
2. There is a relationship between the level o f managers’ education and their
satisfaction with the transfer o f learning to the workplace.
3. There is a relationship between the level o f managers’ education and their
reinforcement o f transfer o f learning to the workplace.
4. There is a relationship between the managers’ training experience and their
commitment toward the transfer o f learning to the workplace.
5. There is a relationship between the managers’ training experience and their
satisfaction with transfer o f learning to the workplace.
6. There is relationship between the m anagers’ training experience and their
reinforcement o f transfer o f learning to the workplace.
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Operational Hypotheses
The mean number o f the level o f commitment o f managers w ho hold a
Bachelor degree or higher will be different from the mean number o f th e level
o f commitment o f managers w ho hold less than a Bachelor degree.
The mean number o f managers with a Bachelor degree or higher w ho are
satisfied with the transfer o f learning will be different from the mean num ber o f
managers with less than a Bachelor degree who are satisfied with the transfer o f
learning.
The mean number o f managers with a Bachelor degree o r higher and their
level o f reinforcement will be different from the mean number o f m anagers with less
than a Bachelor degree and their level o f reinforcement.
The mean number o f committed managers who have multiple training
experiences (more than one training course) will be different from the mean number
o f committed managers who have fewer training experiences (one training course or
none).
The mean number o f managers who are satisfied with the transfer o f training
and who have had multiple training experiences (more than one training course) will
be different from the mean number o f managers who are satisfied with the transfer o f
learning and have had less training experience (one training course o r none).
The mean number o f managers who have a higher level o f reinforcem ent o f
the transfer o f learning and who have had training experience (more than one course)
will be different from the mean number o f managers who have had a low er level o f
reinforcement o f transfer o f learning and who have had less training experiences (one
training program or none).
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The Survey Instrument
A questionnaire (Appendices B and C) was developed by the researcher,
based on the literature in related studies, such as the w ork o f N ew strom (1986),
Broad (1982), Newstrom and Broad (1992), and Brinkerhoff (1994). This
instrument was also based on questionnaires developed by Michael Glenn (1988) and
Nevin C. Trammell, Jr. (1987).
The Construction o f the Instrument

The instrument uses a 5-point Likert scale to assess the respondents:
1 = Strongly Agree, 2 = Agree, 3 = Neutral, 4 = Disagree, and 5 = Strongly
Disagree. The questionnaire contains 26 questions and is divided into sections. The
first section is composed o f 9 general questions designed to obtain information about
the individuals, such as gender, age, marital status, level o f education, present job,
training, and years o f experience. The second part o f the instrument is composed o f
17 statements. All 17 statements are to be rated with the Likert scale from “Strongly
Agree” to “Strongly Disagree.” These statements will be used to assess the
manager’s attitude tow ard the transfer o f training to the workplace. Each section o f
the questionnaire begins with brief instructions as to how to proceed with answering
the questions. In addition, a cover letter attached the questionnaire (Appendix B)
explained the purpose o f this study. The letter emphasized the anonymity and
confidentiality o f the information provided. Respondents w ere asked to not write
their name on the questionnaire. Respondents were also told they could choose not to
answer any questions by simply leaving the response blank. They also could choose
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not to participate in the survey simply by returning the blank survey o r discarding it in
the box provided.
Testing the Instrument
A draft questionnaire was distributed to some graduate students to review for
technical flaws, such as faulty grammar or ambiguous wording. It was then
distributed to H R D personnel. These individuals examined the questionnaire items for
adequate representation o f the hypothesized domain (content sampling). This process
continued until all members o f the validation group agreed on the content and
wording o f the items contained in the survey instrument.
The Pilot Study o f the Instrument
The questionnaire was translated to Arabic by the researcher (Appendix C),
after which it was given to a professional translator in the embassy o f Saudi Arabia in
Washington, D.C. to confirm correct translation. Then, it was given to 10 Saudi
graduate students at W estern Michigan University for the same purpose. As a result,
the researcher made some minor changes as suggested by the students. It was given
again to the same group, 8 days later, until all reviewers agreed on the content and
wording o f the items contained in the survey instrument. Most o f these graduate
students have had a managerial experience o r hold managerial positions in Saudi
Arabia. In the end, the researcher excluded the responses o f two graduate students
who did not have managerial experience. After content review, the instrument was
tested for reliability. The result o f the testing was an alpha o f .9841, which is
considered to be mostly reliable.
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Measurement and Scaling
In this study, there are tw o independent variables and three dependent
variables. The independent variables are (1) the level o f education, and (2) the
training experience. The dependent variables are (1) management commitment
toward the transfer o f training to the workplace, (2) management reinforcement o f
the outcome o f training in the workplace, and (3) management satisfaction with the
transfer o f training to the workplace. The level o f education is measured by asking
respondents for highest level o f education that they have completed. Training
experience is gauged by asking tw o questions. To the first question, “H ow many
training programs have you attended?” the respondent must answ er “none,” “one
program,” or “more than one program.” If the answer is “none,” the respondent does
not answer the second question: “Please name the training program s you have
attended.” Respondents who select “one program” or “more th an one program” are
expected to name up to eight training programs that they have attended.
To measure the dependent variables, a 5-point Likert scale o f “Strongly
Agree,” “Agree,” “N o Opinion,” “Disagree,” and “Strongly D isagree” was
constructed. This instrument was designed to use certain questions for each
dependent variable. For instance, to measure the management’s commitment toward
the transfer o f training to the workplace, the researcher utilized the following
statements:
1. “I participate in need assessment for my trainees before they go for
training.”
2. “I meet with each trainee to discuss the reasons for choosing him/her in the
program.”
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3. “I send the trainee to training program s based on department need.”
4. “I assure attendance o f the trainee at all times.”
To measure the management’s reinforcement o f the training outcom e in the
workplace, the researcher utilized the following statements:
1. “I meet with the trainee immediately following his/her arrival back to the
workplace to discuss the outcome o f training.”
2. “I discuss with the trainee his/her perform ance expectations before and
following the training.”
3. “I disucss with the trainees how to apply and transfer their new skills to the
w orkplace.”
4. “I have regular meetings with the trainees back on the job to check on the
progress o f transfer o f their new skills to the w orkplace.”
5. “I recommend a reward for trainees who use their new skills in the
workplace.”
6. “I request (from the trainee) a report on the progress o f transfer o f his/her
new skills to the workplace.”
7. “I share with other employees the trainee’s new skills gained in the training
program.”
To measure the management’s satisfaction with the outcome o f training in the
workplace, the researcher utilized the following statements:
1. “I release the trainee to attend training sessions based on my belief in the
importance o f that training.”
2. “I avoid work-related interruptions o f the trainee during the training
program.”
3. “I give the trainee some time to prepare before the training session starts.”

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

4. “I arrange to have the trainee’s work covered during the training session.”
5. “I give opportunities to the trainee to apply his/her new skills to the
workplace.”
6. “I am willing to use the trainee’s new skills and know ledge in my
workplace.”

D ata Collection Procedure

Approval to conduct the study was granted from the H um an Subjects
Institutional Review B oard at W estern Michigan University, and the Ministry of
Health in Riyadh, Saudi Arabia (Appendices D and E). The researcher had five
volunteers stationed in th e five health districts o f Riyadh, Hail, Jeddah, Dammam, and
Jazan, who were responsible for collecting data and getting them to the researcher.
The volunteers w ere instructed that their only task w as to distribute the
instrument to the line and middle managers and to send it back to the researcher.
With a total o f 165 managers in these five health districts, 165 questionnaires were
distributed, and 162 questionnaires were returned.
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CH APTER IV

DATA ANALYSIS AND FINDINGS OF THE STUDY
The purpose o f this study was to investigate the relationship between Saudi
managers’ characteristics and management support o f the transfer o f training to the
workplace. D o certain management characteristics have any effect on management
support o f the transfer o f training to the workplace? As mentioned earlier, Broad
(1982) reported that managers are the leading barriers affecting the transfer o f
training to the workplace. Therefore, this will identify some characteristics that may
affect management support o f the transfer o f training to the workplace.
The researcher chose two characteristics that may affect management support
o f the transfer o f training to the workplace: the education level o f managers and the
amount o f training the manager attended during his work experience. In other words,
does the level o f education or amount o f training attended have any effect on a
manager’s support o f the transfer o f training to the workplace?
In this research, the first area investigated was the relationship between the
level o f education and management commitment toward the transfer o f training to the
workplace. Second, the relationship between the level o f education and management
reinforcement o f the transfer o f training to the workplace was examined. The third
item investigated was the relationship between the level o f education and
management satisfaction with the transfer o f training to the workplace. Fourth, the
study examined the relationship between managers who attended or did not attend
training activities and their commitment tow ard the transfer o f training to the
50

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

51
workplace. The fifth area investigated was th e relationship betw een the managers
who attended or did not attend training activities and their reinforcement o f the
transfer o f training to the workplace. The relationship o f managers w ho had attended
or not attended training activities and their satisfaction with the transfer o f training in
the workplace was the final item examined.
The research results presented in this chapter are divided into four sections:
The first section provides characteristics o f the sample: the level o f education o f the
sample, gender o f the respondents, amount o f training the m anager had during his
w ork experience, group age, etc. Section 2 discusses the participants’ responses
selected for each statement on the questionnaire. The third section discusses each
hypothesis and the corresponding data analysis. Section 4 concludes the chapter with
a summary o f the research findings.

Section 1: R espondents’ Characteristics
All o f the 153 respondents in this study hold either lower o r middle
management positions and represented five m ajor health districts in Saudi Arabia.
Fifty-four respondents were from Riyadh H ealth District, 33 from Hail Health
District, 25 from Dammam Health District, 24 from Jeddah Health District, and 17
from Jazan Health District.
One hundred sixty-five questionnaires were distributed to all the managers in
these districts, and 162 completed surveys w ere returned to the researcher. The
researcher excluded 9 surveys from this study, because some o f the items from six
responses areas were missing. Three managers did not return the questionnaire to the
researcher. Therefore, the response rate was 98.1% . The rate o f the usable
respondents in the study was 93.9%. Table 2 shows the return rate o f the sample.
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Table 2
Questionnaire Return R ate for th e Five H ealth Districts
Number o f
Questionnaires
Distributed
165

N um ber of
Questionnaires
Returned
162

N um ber o f
Questionnaires
Used in D ata
153

Return
R ate
Percentage

Usable
Rate
Percentage

98.1

93.9

As previously mentioned, the researcher informed th e managers through the
volunteers o f the consent form (see Appendix A ) and they w ere told that their replies
would be completely anonymous. They w ere asked not to put their names on the
form. Also, they had the option o f declining to answ er any question or to decline to
participate in this study if they so wished.
Gender

The majority (88.8% ) o f the respondents w ere male. Female managers
comprised 11.1% o f the respondents. The higher percentage o f males is because there
are two health districts with a woman’s section. As m atter o f fact, Riyadh Health
District is the only one that has a full wom an’s section. Table 3 shows the gender
distribution.
Age Group

The age o f the respondents ranged betw een 20 and over 50 years old. The
majority (47.7%) o f the respondents were between the ages o f 30 and 39. The next
highest age group represented was between 40 and 49 (28% ). The age group
distribution o f the respondents is shown in Table 4.
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Table 3
Gender Distribution for Questionnaire Respondents
Gender
Male
Female

Number o f Respondents

Percentage

136

88.9

17

11.1

153

Total

100

Table 4
Age Grouping Distribution for Questionnaire Respondents
Age Grouping

Number o f Respondents

Percentage

2 0-29

25

16.3

30-39

73

47.7

40-49

44

28.8

50+

11

7.2

153

Total

100

Marital Status

The majority (93.4%) o f the respondents were married. The percentage o f
single males or females was 5.2%. Table 5 shows the frequency and the percentage
rate for all respondents.
Level o f Education
Level o f education of the respondents ranged from elementary school
certificates to doctoral degrees. The majority (39.9% ) o f the respondents had

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

bachelor’s degrees, while 20.9% had institute diplomas (tw o years o f school plus
high school diploma). Table 6 shows the frequency distribution o f the level o f
education.
Table 5
Marital Status Distribution for Questionnaire Respondents
Number o f Respondents

Status

Percentage

8

5.2

143

93.4

Divorced

1

.7

Widowed

1

.7

Single
Married

Total

100

153

Table 6
Level o f Education Distribution for Questionnaire Respondents
Education Level

Number o f Respondents

Percentage

Elementary school

2

1.3

Intermediate school

6

3.9

Secondary school

23

15.0

Institute diploma

32

20.9

College diploma

2

1.3

Bachelor’s degree

61

39.9

M aster’s degree

20

13.1

Doctoral degree

7

4.6

Total

153

100
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Training Program
Respondents were asked how m any training programs (if any) they had
attended in their w ork experience. I f they had not attended a program, they marked
“None” on the questionnaire. The results showed that the majority (60.8% ) had
attended more than one training program during their work experience; 26.8% o f the
respondents had no training activities a t their jobs. Table 7 shows the frequency
distribution o f the training experience am ong the respondents.
Table 7
Training Program D istribution for Questionnaire Respondents
Number o f Programs

N um ber o f Respondents

Percentage

None

41

26.8

One

19

12.4

More than one

93

60.8

153

Total

100

W ork Experience
The respondents were asked to indicate the number o f years o f w ork
experience they had in their district. T he majority (34.6%) o f the respondents had
11-15 years o f experience, and 18.3% o f the respondents had 5-10 years w ork
experience. Table 8 shows the frequency distribution and the percentage o f the
respondents’ years o f work experience.
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Table 8
Years o f W ork Experience Distribution for Q uestionnaire Respondents

N um ber o f Respondents

Percentage

<5

27

17.6

5-10

28

18.3

11-15

53

34.6

16-20

26

17

21+

19

12.5

Years

153

Total

100

Section 2: Statement Responses

As mentioned in the previous chapter, the instrument consisted o f 17 statements.
The respondents w ere asked to indicate their agreement w ith each statement using a
5-point Likert scale w ith the responses “Strongly agree,” “A gree,” “No opinion,”
“Disagree,” or “Strongly disagree.” This section discusses the participants’ responses
for each questionnaire statement.
Statement 1 : 1 pa rticip a te in n eed assessm ent fo r m y tra in ees before they g o fo r
training. The majority (43.1% ) o f the respondents chose the response “Agree,” while

37.2% chose the response “ Strongly agree.” Only 4.6% chose the response “Disagree”
and 1.3% chose “Strongly disagree.” Table 9 shows the responses o f the participants to
this statement.
Statem ent 2: I m eet w ith each trainee to d isc u ss the rea so n s fo r ch oo sin g
him /her in the program . The majority (45.16%) o f respondents chose the response

“Agree” and 36.6% chose the response “Strongly agree.” Only 3.9% chose the
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response “Disagree,” while .7% chose the response “Strongly disagree.” Table 10 shows
the responses o f the participants to this statement.
Table 9
Responses o f Participants to Statement 1
Scale Response

Num ber o f Respondents

Percentage

Strongly agree

57

37.25

Agree

66

43.13

N o opinion

21

13.72

Disagree

7

4.57

Strongly disagree

2

1.33

153

Total

100

Table 10
Responses o f Participants to Statement 2
Scale Response

N um ber o f Respondents

Percentage

Strongly agree

56

36.60

Agree

69

45.06

N o opinion

21

13.72

Disagree

6

3.92

Strongly disagree

1

.7

Total

153

100

Statement 3 : 1 sen d the tra in ee to tra in in g program s b a sed o n depa rtm ent
need. The majority (52.3%) o f respondents chose the response “Strongly agree,”
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while 37.9% chose the response “Agree.” Only 3.2% chose the response “Disagree”
and .7% chose “Strongly disagree.” Table 11 shows the responses o f the participants
to this statement.

Table 11
Responses o f Participants to Statement 3
Scale Response

Number o f Respondents

Percentage

Strongly agree

80

52.3

Agree

58

37.9

N o opinion

9

5.9

Disagree

5

3.2

Strongly disagree

1

.7

Total

153

100

Statement 4 : 1 release the trainee to a ttend tra in in g sessio n s b ased on m y b e lie f
in the im portance o f th a t training. The majority (43.8% ) o f respondents chose the

response “Strongly agree,” and 35.9% chose the response “Agree.” Only 11.1% o f the
participants chose “Disagree,” while .7% chose “Strongly disagree.” Table 12 shows the
responses o f the participants to this statement.
Statement 5: I a v o id w ork-related in terru p tio n s o f the trainee during the
training program . The majority (37.9%) o f the respondents chose the response

“Disagree,” and 18.4% chose the response “Strongly disagree.” Only 17.6% o f the
participants chose “Strongly disagree,” while 18.3% chose “Agree.” Table 13 shows the
responses o f the participants to the statement.
Statement 6 : 1 g ive the trainee some tim e to p rep a re b efo re the training session
starts. The majority (38.6% ) o f the respondents chose the response “Agree,”
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Table 12
Responses o f Participants to Statement 4
Scale Response

N um ber o f Respondents

Percentage

Strongly agree

67

43.8

Agree

55

35.9

N o opinion

13

8.5

Disagree

17

11.1

1

.7

Strongly disagree
Total

100

153

Table 13
Responses o f Participants to Statement 5
Scale Response

N um ber o f Respondents

Percentage

Strongly agree

27

17.6

Agree

28

18.4

No opinion

12

7.8

Disagree

58

37.9

Strongly disagree

28

18.3

Total

153

100

and 24.8% chose the response “ Strongly agree ” Only 19.6% o f the participants
chose “Disagree,” while 4.6% chose “ Strongly disagree” Table 14 shows the
responses o f the participants to the statement.
Statement 7: I arrange to h a ve the tra in e e 's w ork co vered d u rin g the
tra in in g session. The majority (50% ) o f the participants chose the response “ Strongly
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agree,” and 43.1% chose the response “Agree.” Only 3 .2 % o f the participants chose
“Disagree,” while .7% chose “Strongly disagree.” Table 15 shows the participants’
responses.
Table 14
Responses o f Participants to Statem ent 6

Scale Response

Num ber o f Respondents

Percentage

Strongly agree

38

24.8

Agree

59

38.6

No opinion

19

12.4

Disagree

30

19.6

7

4.6

Strongly disagree

100

153

Total

Table 15
Responses o f Participants to Statement 7

Scale Response

Number o f Respondents

Percentage

Strongly agree

76

49.67

Agree

66

43.14

No opinion

5

3.22

Disagree

5

3.27

Strongly disagree

1

.7

Total

153

100

Statement 8 : 1 a ssu re attendance o f the tra in ee a t a ll tim es. The majority
(60%) o f the participants chose the response “Strongly agree,” whereas 27.4% chose
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the response “A gree.” Only 3.3% o f the participants chose “Disagree.” None o f the
participants chose the response “Strongly disagree.” Table 16 shows the participants’
responses.
Table 16
Responses o f Participants to Statement 8
Scale Response

Number o f Respondents

Percentage

Strongly agree

92

60.1

Agree

42

27.45

No opinion

14

9.18

Disagree

5

3.27

Strongly disagree

0

0

153

100

Total

Statement 9: I m eet w ith the trainee im m ediately fo llo w in g h is/h er a rriva l
b a ck to the w o rkp la ce to d iscu ss the outcom e o f training. The majority (45.8% ) o f

the participants chose the response “Agree,” and 42.5% chose the response “Strongly
agree.” Only 2.6% chose “Disagree” and .7% chose “Strongly disagree.” Table 17
shows the participants’ responses to this statement.
Statement 1 0 : 1 d iscu ss w ith the trainee h is/h er p erfo rm a n ce exp ectatio ns
before a n d fo llo w in g the training. The majority (45.1% ) o f the participants chose the

response “Agree” and 32.7% chose the response “Strongly agree.” Only 5.4% o f the
participants chose “Disagree.” No participants chose the response “ Strongly
disagree.” Table 18 shows the participants’ responses to this statement.
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Table 17
Responses of Participants to Statement 9
Scale Response

Number o f Respondents

Percentage

Strongly agree

65

42.5

Agree

70

45.7

N o opinion

13

8.5

Disagree

4

2.6

Strongly disagree

1

.7

153

Total

100

Table 18
Responses o f Participants to Statement 10
Scale Response

Number o f Respondents

Percentage

Strongly agree

50

32.7

Agree

69

45.0

No opinion

26

17.0

Disagree

8

5.3

Strongly disagree

0

0

153

100

Total

Statement 11:7 d iscu ss w ith the trainees haw to a p p ly a n d tra n sfer their new
sk ills to the w orkplace. The majority (47.7%) o f the participants chose the response

“Strongly agree,” and (44.4% ) chose the response “Agree.” Only .7% o f the
participants chose the responses “Strongly agree” and “Disagree.” Table 19 shows
the participants’ responses to this statement.
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Table 19
Responses of Participants to Statement 11
Scale Response

Num ber o f Respondents

Percentage

Strongly agree

73

47.7

Agree

68

44.4

N o opinion

10

6.5

Disagree

1

.7

Strongly disagree

1

.7

153

Total

100

Statement 12: / g ive o p p o rtu n ities to th e tra in ees to apply th e ir new s k ills to
the workplace. The majority (54.9% ) o f the participants chose the response “ Strongly

agree,” and 38.6% chose the response “Agree.” Only 5.2% o f the participants chose
the response “Disagree,” and no participants chose the response “ Strongly disagree.”
Table 20 shows the participants’ responses to this statement.
Table 20
Responses o f Participants to Statement 12
Scale Response

Number o f Respondents

Percentage

Strongly agree

84

54.9

Agree

59

38.6

No opinion

8

5.2

Disagree

2

1.3

Strongly disagree

0

0

153

100

Total
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Statement 13: / h a ve reg u la r m eetings w ith tra in ees b a ck on the jo b to check
on the p ro g re ss o f tra n sfe r o f th e ir new skills to th e w orkplace. The majority (48.4%)

o f the participants chose the response “Agree,” and 35.9% chose the response
“Strongly agree.” Only 4.6% o f the participants chose “D isagree.” N o participants
chose the response “ Strongly disagree.” Table 21 shows the responses o f the
participants to this statement.
Table 21
Responses o f Participants to Statement 13

Scale Response

Num ber o f Respondents

Percentage

Strongly agree

55

35.9

Agree

74

48.4

N o opinion

17

11.1

Disagree

7

4.6

Strongly disagree

0

0

153

100

Total

Statement 1 4 : 1 rew a rd the tra in ees who use th e ir new sk ills in the w orkplace.
The majority (46.4% ) o f the participants chose the response “Strongly agree,” and
30.2% chose “Agree.” Only 7.2% o f the respondents chose “Disagree,” and no
respondents chose the response “Strongly disagree.” Table 22 shows the participants’
responses to this statement.
Statement 1 5 : 1 req u est (from th e trainees) a rep o rt on the p ro g re ss o f
transfer o f th e ir new s k ills to th e w orkplace. The majority (43.1% ) o f the

respondents chose the response “ Agree,” and 26.8% chose the response “Strongly
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agree.” Only 8.8% o f the participants chose “Disagree,” and no respondents chose
the response “Strongly disagree.” Table 23 shows the participants’ responses to this
statement.
Table 22
Responses o f Participants to Statement 14

Scale Response

Number o f Respondents

Percentage

Strongly agree

71

46.41

Agree

46

30.1

N o opinion

25

16.3

Disagree

11

Strongly disagree
Total

7.19

0

0

153

100

Table 23
Responses o f Participants to Statement 15
Scale Response

Number o f Respondents

Percentage

Strongly agree

41

26.8

Agree

66

43.1

N o opinion

33

21.6

Disagree

12

7.8

1

.7

Strongly disagree
Total

153

100

Statement 1 6 : 1 share w ith the o th er em ployees the tra in e e’s new sk ills
g a in e d in the tra in in g program . The majority (49%) o f the participants chose the
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response “Agree,” and 40.5% o f the participants chose the response “Strongly
agree.” Only (2.6%) o f the participants chose “Disagree,” while .7% chose “Strongly
disagree.” Table 24 shows the participants’ responses to this statement.
Statement 17 : 1 a m w illin g to use th e tra in ee's new sk ills a n d know ledge in
m y w orkplace. The majority (48.4% ) o f the respondents chose the response “Agree,”

and 47% o f participants chose the response “Strongly agree.” Only .7% o f the
participants chose “ Strongly disagree” and “Disagree.” Table 25 shows the responses
o f the participants to this statement.
Table 24
Responses o f Participants to Statement 16
Scale Response

Number o f Respondents

Percentage

Strongly agree

62

40.5

Agree

75

49.0

N o opinion

11

7.2

Disagree

4

2.6

Strongly disagree

1

.7

Total

153

100

Section 3: Testing o f the Hypotheses

This section will examine each hypothesis o f this study. A t test for
independent sampling was used to measure the difference between the tw o means at
the alpha level .05. Therefore, if the exact probability is smaller than the alpha, the
null hypothesis is rejected and the conceptual hypothesis is accepted (Hinkle, 1993).
However, if the exact probability is larger than .05, the conclusion will be that there is
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Table 25
Responses of Participants to Statement 17
Scale Response

Number o f Respondents

Percentage

Strongly agree

72

47.0

Agree

74

48.4

No opinion

5

3.2

Disagree

1

.7

Strongly disagree

1

.7

153

Total

100

not enough evidence to show the relationship between the two means; therefore,
further study must be conducted.
Hypothesis One

The Conceptual Hypothesis

There is a relationship between managers’ level o f education and their
commitment tow ard the transfer o f training to the workplace.
The Operational Hypothesis

M anagers w ho hold a bachelor’s degree or higher will have a different mean
level o f commitment tow ard the transfer o f training to the workplace than those
managers who hold less than a bachelor’s degree.
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The Null Hypothesis
M anagers who hold a bachelor’s degree or higher will have the same mean
level o f commitment tow ard the transfer o f training to the workplace than those
managers who hold less than a bachelor’s degree.
The Result

The mean score o f managers who earned a bachelor’s degree o r higher is
17.5, while the mean number o f managers who earned less than a bachelor’s degree
16.6. The exact probability is .02, which is less than our alpha level o f .05. In this
case, the null hypothesis was rejected and the conceptual hypothesis w as accepted.
Table 26 shows the testing results o f this hypothesis.
Table 26
Mean Values o f the Relationship Between Management Level
o f Education and Management Commitment

Num ber o f Cases

Mean

Above bachelor’s degree

87

17.5

Less than bachelor’s
degree

66

16.6

Group

Exact Probability

.02

Hypothesis Two
The Conceptual Hypothesis

There is a relationship between managers’ level o f education and their
reinforcement o f the transfer o f training to the workplace.
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The Operational Hypothesis
M anagers w ho hold a bachelor’s degree or higher will have a different mean
level o f reinforcement o f the transfer o f training to the w orkplace than those
managers with less than a bachelor’s degree.
The Null H ypothesis
Managers w ho hold a bachelor’s degree or higher will have the same mean
level of reinforcement o f the transfer o f training to the w orkplace as those managers
with less than a bachelor’s degree.

The Result
The mean num ber o f managers with a bachelor’s degree and higher is 29.7,
while the mean number with less than a bachelor’s degree is 28.5. The exact
probability is .07, which is larger than the .05 alpha; therefore, the null hypothesis
could not be rejected. Table 27 shows the results o f testing this hypothesis.

Table 27
Mean Values o f the Relationship Between M anagement Level
o f Education and Management Reinforcement
Group
Above bachelor’s degree

Number o f Cases

M ean

87

29.7

Exact Probability

.07
Less than bachelor’s
degree

66

28.5
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Hypothesis Three
The Conceptual Hypothesis

There is a relationship between managers’ level o f education and their
satisfaction with the transfer o f training to the workplace.
The Operational Hypothesis

Managers who hold a bachelor’s degree or higher will have a different mean
level o f satisfaction with the transfer o f training than those managers who hold less
than a bachelor’s degree.
The Null Hypothesis

Managers who hold a bachelor’s degree or higher will have the same mean
level o f satisfaction with the transfer o f training to the workplace as those managers
who hold less than a bachelor’s degree.
The Result

The mean number o f managers w ith a bachelor’s degree or higher is 24.2, and
the mean number o f managers who earned less than a bachelor’s degree is 23.3. The
exact probability is .1, which is larger than the alpha o f .05. Therefore, the null
hypothesis could not be rejected. Table 28 shows the testing results for this
hypothesis.
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Table 28
M ean Values o f the Relationship Between M anagement
Level o f Education and Management Satisfaction
Group

Number o f Cases

M ean

87

24.1

Above bachelor’s degree

Exact Probability

.1
Less than bachelor’s
degree

66

23.2

Hypothesis Four
The Conceptual Hypothesis
There is a relationship between managers’ training experience and their
commitment tow ard the transfer o f training to the workplace.
The Operational Hypothesis
Managers who have had multiple training experiences (more than one training
course) will have a different mean level o f commitment than managers who have
fewer training experiences (one training course or less).
The Null Hypothesis

Managers w ho have had multiple training experiences (more than one training
course) will have the same mean level o f commitment as m anagers who have had
fewer training experiences (one training course or less).
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The Result
The mean number o f managers who have had multiple training experiences
(more than one training course) is 17.2, and the mean number o f committed
managers who have had fewer training experiences (one training course o r less) is
16.97. The exact probability is .6, which is larger than the alpha; therefore, the null
hypothesis cannot be rejected. Table 29 shows the testing results fo r this hypothesis.
Hypothesis Five
The Conceptual Hypothesis
There is a relationship betw een managers’ training experience and their
reinforcement o f the transfer the training to the workplace.

Table 29
Mean Values o f the Relationship Between Management Training
Experience and Management Commitment
Group

N um ber o f Cases

Mean

93

17.2

M ore than one training
program

Exact Probability

.6
One o r no training
programs

60

16.97

T he Operational Hypothesis
M anagers who have had multiple training programs (more than one training
course) will have a different mean level o f reinforcement o f transfer o f training to the
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workplace than managers who have had less training experience (one training
program o r less).

The Null Hypothesis
M anagers w ho have had multiple training program s (more than one training
course) will have the same mean level o f reinforcement o f transfer o f training to the
workplace, as managers w ho have had less training experience (one training program
or less).

The Result
The mean level o f reinforcement for managers who have had multiple training
is 29.2, and the mean level o f reinforcement for m anagers who had less training
experience (one training program or less) is 29.1. The exact probability is .84, which
is larger than the alpha (.05); therefore, the null hypothesis could not be rejected.
Table 30 shows the results o f testing this hypothesis.

Table 30
Mean Values o f the Relationship Between Management Training
Experience and Management Reinforcement

Group
More than one training
program

Number o f Cases

M ean

93

29.2

Exact Probability

.8
One or no training
programs

60

29.1
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Hypothesis Six
The Conceptual Hypothesis
There is a relationship between m anagers’ training experience and their
satisfaction with the transfer o f training to the workplace.
The Operational Hypothesis
M anagers who have had multiple training experiences (more than one training
course) will have a different mean level o f satisfaction with the transfer o f training
than those managers who have had less training experience (less than one course).
The Null Hypothesis

Managers who have had multiple training experiences (more than one training
course) will have the same mean level o f satisfaction with the transfer o f training as
those managers who have had less training experience (less than one course).

The Result

The mean level o f satisfaction o f managers who have had multiple training
experiences is 23.6, and the mean level o f satisfaction o f managers who have had less
training experience (less than one training program) is 23.9. The exact probability is
.5, which is larger than the alpha (.05); therefore, the null hypothesis could not be
rejected. Table 31 shows the results o f testing this hypothesis.
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Table 31
Mean V alues o f the Relationship Betw een Management Training
Experiences and M anagement Satisfaction

Group

Number o f Cases

M ean

93

23.6

M ore than one training
program

Exact Probability

.5
One or no training
programs

60

23.9

Section 4: Summary o f Findings

Participants in this study were 153 managers representing five health districts in
Saudi Arabia. Fifty-four managers were from Riyadh Health District, 33 from Hail
Health District, 25 from Dammam Health District, 24 from Jeddah Health District, and
17 from Jazan H ealth District.
The sample consisted o f 136 males and 17 females. Forty-seven percent w ere
between the ages o f 30-39, and 28.8% were betw een the ages o f 40-49. Married
respondents comprised 93.5% o f the sample; only 5.2% o f respondents were single.
The level o f education breakdown for the sample showed that 39.9% o f the
respondents have a bachelor’s degree, and 29.9% o f the respondents hold an institute
diploma (equivalent to a high school diploma). In the area o f training, 73.2% o f the
respondents have had one training course or more in their w ork experience, while 26.8%
had not attended a training program. In the area o f work experience, 34.6% o f the
respondents had worked 11-15 years in their organization, and 18.3% had worked less
than 10 years in their organization.
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The majority o f the m anagers’ responses for each statem ent o f the instrument
were “Strongly agree” or “Agree.” The only statement that the managers disagreed with
was “I avoid work-related interruptions o f the trainee during the training program .” The
m ajority (37.9%) o f the participants chose the response “Strongly disagree” and
“Disagree.”
The testing results o f th e first hypothesis showed that there is a relationship
between the level o f education and management’s commitment to the transfer o f training
to the workplace. The exact probability between the tw o means was .02; therefore, the
researcher was able to reject the null hypothesis.
In the second hypothesis, the measurement o f the relationship betw een level of
education and management’s reinforcement o f the transfer o f training to the workplace,
th e exact probability was .07. The exact probability was larger than the alpha o f .05.
Therefore, the null hypothesis could not be rejected.
In the third hypothesis, the measure o f the relationship between the level o f
education and management’s satisfaction with the transfer o f training to the workplace,
the exact probability was . 1. Therefore, the null hypothesis could not be rejected.
In the fourth hypothesis, the measure o f the relationship betw een training
experience and management’s commitment toward the transfer o f training to the
w orkplace, the exact probability was .6. Therefore, the null hypothesis could not be
rejected.
In the fifth hypothesis, the measure is the relationship betw een the training
experience the manager had in his w ork career and the management’s reinforcement o f
the transfer of training to the workplace. The exact probability was .8, which was larger
than the alpha (.05); therefore, the null hypothesis could not be rejected.
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In the sixth hypothesis, the measure is o f the relationship between the training
experience the managers attend in their w orking career and the management’s
satisfaction with the transfer o f training to the workplace. The exact probability was .5,
which was larger than the alpha; therefore, the null hypothesis could not be rejected.
In Chapter IV the findings o f this study w ere presented. A discussion o f these
results follows in C hapter V.
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CHAPTER V

D ISCUSSION AND RECOMMENDATIONS
The purpose o f this study w as to investigate the relationship betw een Saudi
managers’ characteristics and management support o f the transfer o f training to the
workplace. The main question to be answered in this study was “D o certain manager
characteristics inhibit or prom ote management support o f the transfer o f training to
the workplace?” Subquestions generated from this question needed to be investigated
before answering the main question.
1. Do management characteristics affect the management’s support o f transfer
o f training (learning) to the workplace?
2. Does the education level o f managers have an effect on their commitment
tow ard the transfer o f training to the workplace?
3. Does the level o f education o f managers affect their satisfaction with the
transfer o f training to the workplace?
4. Does the level o f education o f managers affect their reinforcement o f
transfer o f training to the workplace?
5. Do the managers’ training experiences affect their commitment to the
transfer o f training to the workplace?
6. Do the managers’ training experiences affect their satisfaction with the
transfer o f training to the workplace?
7. Do managers’ training experiences affect the management’s reinforcement
o f the transfer of training to the workplace?
78
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In order to answer these questions, the researcher conducted a survey study
in Saudi Arabia. Public sector lower and middle managers were selected as the target population. Participants in this study were 153 Saudi health managers representing
five health districts from the total o f 18 health districts.
Results o f this study indicated a statistical difference between the mean for the
managers’ level o f education and the mean for their commitment toward the transfer
o f training to the workplace. Furthermore, the study showed that there is no evidence
found for differences between the mean for m anagers’ level o f education and the
mean for management reinforcement o f the transfer o f training to the workplace.
Further study m ust be conducted in order to draw a final conclusion.
The study also showed that there is not enough evidential difference between
the management’s level o f education mean and management’s satisfaction with the
transfer o f training to the workplace mean. Therefore, further studies must be
conducted to reach a final conclusion.
On the other hand, insufficient evidence w as found for differences between
the managers’ training experiences mean and their commitment mean, their
reinforcement mean, and their satisfaction mean tow ard the transfer o f training to the
workplace. Therefore, further studies must be addressed this area.
This chapter presents a discussion o f the study, recommendations and
implications, and some suggestions for further study.
Discussion o f the Study
The purpose o f human resource development is to make a change in
knowledge, skills, or attitude o f the employee (Nadler, 1986). In addition, the new
knowledge, skills, and attitude must transfer to the workplace (Brinkerhoff, 1994). If
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the training is not transferring to the workplace, the organization will lose its
resources (Robinson & Robinson, 1985). I f the impact o f training is not realized, the
result will be a w aste o f money and time (Brinkerhoff, 1987).
The impact o f training will never be accomplished w ithout the support o f the
management (Brinkerhoff, 1994; Broad, 1986). Georgenson (1982) believed that the
immediate manager o r supervisor has a great deal o f influence on the transfer o f
training to the workplace. M anagers are responsible for the transfer o f training to the
workplace through their commitment, support and involvement, and reinforcement
(Phillips, 1991).
The questions addressed here are: What types o f management are w e talking
about? D o all managers support the transfer o f training? I f so, w hat management
characteristics prom ote the transfer o f training to the workplace? W hat management
characteristics inhibit the transfer o f training to the workplace?
Unfortunately, most, if not all, o f the research studies showed that
management support, in general, is one o f the most important elements for
transferring training to the workplace, and without management support, the transfer
o f training will not occur (e.g., Brinkerhoff, 1986; Broad, 1982; Georgenson, 1882).
However, these previous studies did not identify or specify management
characteristics that may prom ote or inhibit the transfer o f training to the workplace.
Is it the managers’ age, intelligence, educational level, o r w ork o r training
experience that helps them prom ote or inhibit the transfer o f training to the
workplace? Do all managers support the transfer o f training to th e workplace? If not,
what are the characteristics o f managers who inhibit the transfer o f training in the
workplace? The aim o f this study is to point out unique characteristics o f those
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managers who prom ote the transfer o f training. Unfortunately, the researcher was
unable to locate a study with similar variables, research, or findings.
The present study selected two characteristics o f managers that may or may
not inhibit the transfer o f training to the w orkplace: the level o f education and the
training experience o f the managers. These also represent the two independent
variables in this study.
The dependent variables are the management’s commitment to, reinforcement
of, and satisfaction with the transfer o f training to the workplace.
As stated previously, the questions addressed in this study were: Does the
educational level o f managers affect their commitment toward the transfer o f training
in the workplace? and, Does manager training experience (attending multiple training
courses, or one program or less) have an effect on managers’ commitment to the
transfer o f training to the workplace?
As shown in a previous finding, a statistically significant difference was found
between the educational level o f managers and their commitment toward the transfer
o f training to the workplace. This indicates that the type o f education the manager
has in his or her w ork experience has an effect on the transfer o f training to the
workplace. In other words, the higher the level o f education, the more the manager
will be committed to the transfer o f training. These results answer the first question:
the managers’ education level does have an effect on their commitment to the transfer
o f training in the workplace.
Although the researcher found a difference between the means o f managers
who had multiple training courses and those w ho had one course or less and their
commitment tow ard the transfer o f training to the workplace, the exact probability
(.6) is larger than the alpha o f .05, indicating insufficient evidence to show a
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statistical difference between the means. Therefore, further study must be conducted
in order to draw a final conclusion.
The statements used to test the participants’ commitment tow ard the transfer
o f training to the workplace w ere based on the literature and previously used
instruments. Responses to those statements revealed whether the manager
participates in need assessment, w hether the manager meets the trainees prior to the
training intervention to discuss the outcome o f training, and whether he o r she
assures the attendance o f the trainee at all times. Brinkerhoff (1994) and Phillips
(1991) suggested that for training to be transferred, some assumptions must be made.
One o f those assumptions was that there must be a regular meeting between the
manager and the trainee before and after the training.
Broad and Newstrom (1992) indicated such a meeting must take place
immediate after the training. W arshauer (1988) believed that the manager must be
committed to the transfer o f training by being involved in supporting the training
events before, during, and after the training. Furthermore, HRD must involve
managers in the need assessment in order for them to be committed to such training.
W arshauer (1988) added that the more the manager and trainees are involved in the
planning process, the more likely they are to be committed to the process, and the
greater the likelihood o f the program ’s success.
Broad and Newstrom (1992) stated that managers must demand the trainees’
attendance at the training in order to increase the amount o f learning. Phillips (1991)
recommended that managers should have an “ideal support.” O ne o f the ideal support
systems is that managers must make a commitment with the trainees prior to
attending the training program. In this commitment, which must be written, the
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manager and trainee will be informed o f their duties for accomplishing the transfer o f
training to the workplace.
Other questions addressed in this study w ere whether the managers’ level o f
education has an effect on management’s reinforcement o f the transfer o f training to
the workplace, and w hether the managers’ training experience has an effect on the
management’s reinforcement toward the transfer o f training.
Although there is a difference between the mean o f those with a bachelor’s
degree or higher and the mean o f those with less than a bachelor’s degree and their
reinforcement tow ard the transfer o f training to the workplace, the exact probability
is .07, larger than the .05 alpha. Therefore, there is no statistical difference between
the two means. Further study should be conducted before a final conclusion can be
reached.
While there is a difference between the mean o f those who attended multiple
training programs and the mean o f those who attended one program o r less and their
reinforcement tow ard the transfer o f training to the workplace, the exact probability,
.8, is larger than the .05 alpha. Therefore, the researcher concludes is there is
insufficient evidence to state that a statistical difference exists between the two
means. Further study must be conducted to draw a conclusion.
The statements the researcher used to test the managers’ level o f
reinforcement w ere based on a review o f literature and other instruments used to test
a similar variable. The managers’ responses to these statements indicated w hether the
manager met the trainee immediately after the training is over (to reinforce the new
knowledge and skills in the trainee’s mind), and w hether the manager discussed how
to apply and transfer the newly learned skills to the workplace. Furthermore, the
survey responses indicated whether the managers w ere willing to use the new skills
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on the job. W e asked the managers also whether they w ere willing to meet regularly
w ith the trainee to check on the progress o f transfer o f their new skills to the
workplace. Also, the m anagers w ere asked if they would recommend a rew ard for
trainees who use their skills in the workplace. Do managers request a final report
from the trainee? This report would contain the progress o f the transfer o f the newly
learned skills to the workplace. Finally, the managers w ere asked if they w ere willing
to share the new ideas, knowledge, and skills with other employees who did not have
similar chance to attend th e training.
Brinkerhoff (1994) stated that if no one enforces learning on the job, the
training will fail. Therefore, the manager must be involved with th e new learning.
Brinkerhoff suggested this is one tool to reinforce training. H e also stated that for
people to accept new change, there must be an incentive reward. W arshauer (1988)
pointed out that transfer o f training depends on whether there is a positive
reinforcement coming from the supervisor or manager. Georgenson (1982) suggested
there must be an immediate meeting between the manager and the trainee following
the training. Broad and N ew strom (1992) believe that the manager must emphasize
to the trainee that a final reported is needed. Torst (1985) said that one barrier o f
transfer o f training to the w orkplace is when managers forget that their roles include
being an enforcing and supportive agent. Managers must have the tools and
techniques that enable them to reinforce the transfer o f training to the workplace.
Phillips (1991) stated that one criterion o f “ideal support” is that the manager must
reinforce the new change in behavior that results from the new training program, and
that there are many methods the manager can use to reinforce the training. In
addition, Phillips suggested that managers must provide positive rew ards for those
who do excellent work in their training.
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The last tw o questions o f the study asked: “D oes the level o f education o f
managers affect the management satisfaction with transfer o f training to the
workplace?” and “Does the training experience o f managers affect the management
satisfaction with transfer o f training to the workplace?”
Despite a difference between the mean o f those who hold a bachelor’s
degrees or higher and th e mean o f those who hold less than bachelor’s degree, and
their satisfaction tow ard the transfer o f training to the workplace, the null hypothesis
could not be rejected because the exact probability, .1, is larger than the .05 alpha. In
other words, there is no statistical difference between the two means. Further study
must be conducted to reach a final conclusion.
On the other hand, there is a difference betw een the mean o f those who attend
multiple training programs and those who attended one program or less, and their
satisfaction with the transfer o f training in the workplace. The exact probability, .5, is
higher than the .05 alpha; therefore, the null hypothesis was not rejected, and further
study must be conducted before a final conclusion can be drawn.
The statements used to test the satisfaction level o f the managers were based
on a review o f the literature. This study used the following statement to test the
manager’s satisfaction with the transfer o f training to the workplace: “I release the
trainee to attend training sessions based on my belief in the importance o f that
training.” In other words, are the managers satisfied with the importance o f training
and development? I f they are satisfied with its importance, they will try to avoid
work-related interruptions for the trainee that may prevent the trainee from
transferring the new learning. They will try to give the trainee time to prepare before
the training session starts. They will arrange to have the trainee’s work covered
during the training session. Last and foremost, they will use the trainee’s new skills

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

86
and knowledge in their workplace. These issues were addressed in the instrument as
statements to which the participants responded.
M anagers will be more satisfied with the new changes if they have met the
personnel needs and satisfaction and if th e proper incentive is available (House,
1997). I f managers are satisfied with the new learning, they will not only send their
employees to the training sessions, but they will help them to accomplish the newly
learned tasks. In other words, they will help the trainee to transfer the new skill to the
workplace. Ouchi (1981) believes that if people are satisfied, they will be productive.
Or, they will use the new knowledge and skills in their workplace. At the same time,
they must prepare their employees for th e new change.
Recommendations and Implications
The purpose o f this study was to investigate those managers’ characteristics
that may influence the management’s commitment to, reinforcement of, and
satisfaction with the transfer o f training to the workplace.
The job o f HRD professionals is not only to train people in the classroom but
to w ork with managers to transfer the training to the workplace. HRD professionals
must help the top management to eliminate the barriers that may inhibit the transfer
o f training. I f the lower or middle management does not provide the necessary action
to prom ote the new learning, the training will not transfer to the workplace.
Therefore, HRD should w ork closely with the top management to rem ove transfer
barriers.
This beginning research has revealed that the management’s level o f
education may affect its commitment to the transfer o f training to the workplace.
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The results o f this study reveal that HRD personnel and to p managers should
spend more time with those managers who have less than a bachelor’s degree. They
must involve those managers in the need analysis o f the program, the training design,
and the evaluation o f the training event. Last and foremost, they m ust strive to
transfer the training to the workplace. HRD must inform the managers that without
their support and participation, training is just a waste o f money and time.
HRD and top management must provide the lower and middle managers with
the tools and techniques needed to prom ote the transfer o f training to the workplace.
I f HRD activities are isolated from management and the transfer process, o r if HRD’s
focus is only on the training center, the training result will be left in the classroom.
Therefore, HRD must cooperate with management so the training given to the
employees will not be futile. Overall, if HRD does not incorporate managers who
supervise those trainees, they will not actualize the impact o f training.
This study proved that not all managers in an organization support training
and development. This study reveals that HRD and top management should work
one-on-one with lower and middle managers because o f varying backgrounds, levels
o f education, work experience, etc. Lower and middle managers need full support
from top management to transfer the training to the workplace. Top management and
H RD personnel should constantly observe those trainees and their managers in their
workplace. This kind o f observation may help managers to rem ove roadblocks that
may interfere with the transfer o f training.
On the other hand, m ost o f the participants’ responses w ere either “ Strongly
agree,” or “Agree” as mentioned in Chapter HI. However, some participants wrote
comments on the instrument, which revealed that they may have had a negative
response toward the instrument or perhaps their jobs. I f managers have a negative
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attitude tow ard their jobs, this may have caused them to respond negatively to the
instrument.
Organizational culture may affect the behavior o f employees. Schein (1986)
pointed out that culture may serve as an informal guide for people in the
organization. It generates an atmosphere suggesting how people should behave and
the type o f interpersonal reactions that will exist in the organization. F o r example, the
researcher noticed that some managers who hold a higher degree (e.g., m aster’s
degree) had a negative attitude overall toward training. In fact, some o f them
disapproved totally o f the transfer o f training to the workplace. In contrast, som e
managers with less than a bachelor’s degree had a positive attitude tow ard training
and development. The behavior o f some managers may explain the reason why five
null hypotheses w ere not rejected in this study. O n the other hand, the results o f this
study may suggest that the education level o f managers may not affect the
management’s reinforcement o f and satisfaction with the transfer o f training to the
workplace. Also, th e study may indicate that m anagers’ training experience may not
affect the management’s commitment to, reinforcement of, and satisfaction with the
transfer o f training in the workplace.
To achieve better results, the researcher recommends that this study be
conducted with a different population. In addition, the researcher recommends that
the instrument scale be changed from “Strongly agree,” “Agree,” “No opinion,”
“Disagree,” and “ Strongly disagree” to “Always,” “Frequently,” “Sometimes,”
“Seldom,” and “N ever.” A new scale may give a better results by causing the
participants to think more before responding to the statement. Also, the scale used in
this instrument may not be applicable to the Saudi culture.
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Suggestions for Future Study
Additional research should be conducted to investigate m anagers’ satisfaction
with their jobs. The results o f a new study could prove beneficial, not only in helping
an organization to solve a serious problem (o f job dissatisfaction), but in assisting
HRD professionals to revisit their training policies and procedures to be more
consistent with the organizational culture. It may also help HRD personnel to better
understand the behavior o f th e managers. HRD personnel may also discover that the
managers’ dissatisfaction with their jobs influenced the data in this study.
The present study w as conducted in the public sector in Saudi Arabia. A
similar study should be conducted within private organizations in Saudi Arabia. The
organizational culture o f the tw o sectors is completely different. The culture in the
private sector is more homogenous than that o f the public sector. Therefore, a study
in the private sector would be more focused and precise than one in the public sector.
This study attempted to indicate some managerial characteristics that inhibit
or promote the transfer o f training to the workplace. A study should be conducted to
investigate the organizational culture and its effect on the transfer o f training to the
workplace. Such a study w ould help the organization planner and HRD personnel to
recognize existing problems, which could be solved through HRD activities or
through managerial procedure. It could also help HRD personnel to understand that
transfer barriers in the workplace may be caused by lack o f management knowledge
or skill, or by management characteristics.
The current study used tw o managerial characteristics that may affect the
transfer o f training in the workplace. Therefore, a similar study should be conducted
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using other management characteristics, such as the managem ent’s work experience,
age, etc.
A study has not been done to investigate how much training actually transfers
to the workplace in Saudi Arabia. Therefore, such a study should be conducted in
Saudi Arabia. Such a study would help HRD personnel gauge the effectiveness and
value o f their training programs.
Further studies should be conducted to investigate to what extent managers
are satisfied with the training they receive from the Institute o f Public Administration
(IPA). This study would provide important benefits by helping the organization to
evaluate its training at IP A. It could also help the organization to shift its own
training to different sites if the IPA’s program is not effective. Such research could
benefit not only the organization but also IPA personnel. As a result, the IPA could
either change its training strategies and procedures to m eet the new demands o f
government organizations or continue with its existing strategy.
Finally, a study should be conducted to investigate the effectiveness o f
training abroad and to what extent the management is satisfied with that training. The
results could help HRD planners decide whether to continue sending students to train
abroad, or whether to discontinue such training, thus saving the country millions o f
dollars spent annually in training abroad.
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Western Michigan University
Department o f Educational Leadership
Principal Investigator: Charles Warfield, Ph.
Research Associate: Khalid Alhazmi

You are invited to participate in the research project “The Relationship of Saudi
Managers’ Characteristics to the Transfer o f Training in the Workplace” designed to analyze the
management effectiveness toward the transfer of learning in the workplace. This research is
conducted by Dr. Charles C. Warfield and Khalid Alhazmi from Western Michigan University,
Department o f Educational Leadership. This survey is comprised o f 25 multiple choice questions
and will take approximately 10 to 15 minutes to complete. Your replies will be completely
anonymous, so please do not put your name anywhere on the form. You may choose to not
answer any questions by simply leaving the response blank. If you choose not to participate in
this survey, you may either return the blank survey or discard it in the box provided. Returning
the survey indicates your consent for use o f the answers you supplied. If you have any questions,
you may contact Dr. Warfield at (616) 387-3890, Khalid Alhazmi at (616) 375-9016, The
Human Subject Institutional Review Board at (616) 3S7-8293, or the Vice President for Research
at (616) 387-8298.
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Instructions: Please mark the appropriate answer by marking the box in front o f each
applicable question.
1. W hat is your age group?
[ ] 20-29
[ ] 30-39
[ ] 40-49
[ j 50 or over
2. W hat is your marital status?
[ ] Single
[ ] Married
[ ] Divorced
[ ] Widowed
3. W hat is the highest level o f education you have completed?
[ ] Elementary school
[ 3 Intermediate school
[ 3 Secondary school
[ 3 Bachelor’s degree
[ 3 Master’s degree
[ 3 Doctoral degree
4. What organization do you w ork in?_________________________
5. H ow many years have you been working with the organization?
[ ] less than five years
[ 3 5-10 years
[ 5 11-15 years
[ 3 16-20 years
[ 3 More than 20 years
6. W hat is your present position g rad e?________
7. H ow many training programs have you attended?
[ ] None (skip question 8)
[ 3 One program
[ 3 More than one program
8. Please name the training programs you have attended
1. _________________________________ 2 . _________________________________
3.
4.
5.
6.
7.
8.
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This section consists o f questions and statements about your experience with trainees
and training programs. Please answer frankly. Circle the letter o f the option you
agree with or that best describes your situation.
9.

I participate in need assessment for my trainees before they go for training.
A- Strongly agree
D- Disagree
B- Agree
E- Strongly disagree
C- No opinion

10.

I meet with each trainee to discuss the reasons for choosing him/her in the
program.
A- Strongly agree
D- Disagree
B- Agree
E- Strongly disagree
C- N o opinion

11.

I send the trainee to training programs based on department need.
A- Strongly agree
D- Disagree
B- Agree
E- Strongly disagree
C- No opinion

12.

I release the trainee to attend training sessions based on my belief in the
importance o f that training.
A- Strongly agree
D- Disagree
B - Agree
E- Strongly disagree
C- No opinion

13.

I avoid work-related interruptions o f the trainee during the training program.
A- Strongly agree
D- Disagree
B- Agree
E- Strongly disagree
C- No opinion

14.

I give the trainee some time to prepare before the training session starts.
A- Strongly agree
D- Disagree
B- Agree
E- Strongly disagree
C- No opinion

15.

I arrange to have the trainee’s work covered during the training session.
A- Strongly agree
D- Disagree
B- Agree
E- Strongly disagree
C- No opinion

16.

I assure attendance o f the trainee at all times.
A- Strongly agree
D- Disagree
B- Agree
E- Strongly disagree
C- N o opinion
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17.

I meet with the trainee immediately following his/her arrival back to the
workplace to discuss the outcom e o f training.
A- Strongly agree
D - Disagree
B- Agree
E- Strongly disagree
C- N o opinion

18.

I discuss with the trainee his/her performance expectations before and following
the training.
A- Strongly agree
D- Disagree
B- Agree
E- Strongly disagree
C- N o opinion

19.

I discuss with the trainees how to apply and transfer their new skills to the
workplace.
A- Strongly agree
D - Disagree
B- Agree
E- Strongly disagree
C- N o opinion

20.

I give opportunities to the trainees to apply their new skills to the workplace.
A- Strongly agree
D - Disagree
B- Agree
E- Strongly disagree
C- No opinion

21.

I have regular meetings with trainees back on the job to check on the progress
o f transfer o f their new skills to the workplace.
A- Strongly agree
D- Disagree
B- Agree
E- Strongly disagree
C- No opinion

22.

I recommend a reward for the trainees who use their new skills in the
workplace.
A- Strongly agree
D- Disagree
B- Agree
E- Strongly disagree
C- No opinion

23.

I request (from the trainees) a report on the progress o f transfer o f their new
skills to the workplace.
A- Strongly agree
D - Disagree
B- Agree
E- Strongly disagree
C- No opinion

24.

I share with the other employees the trainee’s new skills gained in the training
program.
A- Strongly agree
D- Disagree
B- Agree
E- Strongly disagree
C- N o opinion

25. I am willing to use the trainee’s new skills and knowledge in my workplace.
A- Strongly agree
D - Disagree
B- Agree
E- Strongly disagree
C- No opinion
Thank you for completing this survey.
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K alam azoo. M ichigan

H u rra -. S uO iects insiituiior.a1R eview B o a 'd

W estern M

ic h ig a n

D ate:

1 O ctober 1997

To:

Charles Warfield, Principal Investigator
Khalid Alhazmi, Student Investigator

109

U n iv e r s it y

From: Richard Wright, Chair
Re:

HSIRB Project Number 97-09-09

\j

T h is letter w ill serve as c o n firm a tio n th a t y o u r research p ro je ct en titled “T h e R elationship o f
S au d i M anagers’ C h aracteristics to the T ra n sfe r o f T ra in in g in th e W orkplace” has been
a p p r o v e d under the e x e m p t categ o ry o f review by the H um an S u bjects Institutional R eview
B o ard . T he conditions an d d u ra tio n o f this approval are sp ec ifie d in the Policies o f W estern
M ich ig an U niversity. Y ou m ay now begin to im plem ent th e research as described in the
application.
P lease note that you m ay o n ly co n d u ct this research ex actly in th e fo rm it w as approved. Y ou
m u st seek specific board ap p ro v a l fo r any ch an g es in this project. Y ou m ust also seek reapproval
if the project extends b e y o n d the term ination d a te noted b elo w . In addition if there are any
unan ticip ated adverse reactio n s o r unan ticip ated events a sso c ia te d with the conduct o f this
research , you should im m e d iately suspend the project and co n tact the C hair o f the H SIRB for
co n su ltatio n .
T h e B oard w ishes you su ccess in the pursuit o f y o u r research goals.

A pproval T erm ination:

I O c to b e r 1998
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W e s t e r n M ic h ig a n U n iv e r c .. .
H uman Subjects Institutional Review Board
Research Subject Consent/Assent Document Approval Stamp Policy
Effective 1 April 1997. in order to comply with changes in federal regulations, only documents with the
official HSIRB approval stamp may be used with subjects. “ Consent documents” in the context o f this
policy refers to all consent and assent documents.
Submission should be as follows:
1. Investigators develop the final version o f the consent documents to be used in the research project
and submit them to the HSIRB exactly as they are to be presented to the subject. Consent
documents that say "Draft" or "Sample" or have an additional header such as "Appendix " will not
be accepted. The exact consent documents must be submitted for HSIRB approval.
2. The HSIRB will review the consent documents as a part o f the proposal review process.
3. If any changes are required in the consent documents prior to approval, the HSIRB will notify the
investigators, who will make the needed changes and return them to the HSIRB for final approval
prior to the initiation of the research.
4. When approved by the HSIRB, the consent documents will receive the following approval stamp:
Western Michigan University

H. S. I. R . B.

Approved far use for one year from this date:

APR 01 1997
HSIRB C h air

5. T he s ta m p e d c o n s e n t docum ents will be re tu rn e d to th e in v e stig ato rs w ith w ritten notice o f H S IR B
ap p ro v al o f th e research project. A copy o f the d o c u m e n ts w ill be m aintained in the H SIR B files. I t
is the re s p o n s ib ility o f the investigators to c o p y th e c o n s e n t docum ents w hich bear the original
stam p fo r u s e w ith th e research subjects.
6. A fter re c ru itm e n t, research subjects m ust be p ro v id e d w ith a co p y o f the signed consent d o c u m en ts.
O n ly the c o n s e n t d o cu m en ts bearing the H S IR B a p p ro v a l sta m p m ay be used to obtain co n se n t.

Richard A. W rig h t, H SIRB C hair
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Kingdom o f Saudi Arabia

. 112

M in istry o f H ig h e r E d u ca tio n
Cultural Mission To The U.S.A.

/ o / S '/ / < / / 8 ft
-y .
w#
? / > / ’/ / ? f * 7 /4 ‘ 0 .

'V S - * / 3

T h is is a tr u e tra n sla tio n o f th e A ra b ic v e rsio n .

ACADEMIC AFFAIRS

D irector of Medical Affairs for the Dammam Region/ Riyadh, Haiel, Jeddah
AI-Dammam- Kingdom of Saudi A rabia
Dear Sir:
This is to inform you the Mr. Khalid Mohammed al-Hazmi ( ID# 45-4615 ) who is
an employee of the M inistry of Health, is currently pursuing a doctorate degree in
the field of Human Resource Development. Presently, he is writing his dotoral thesis
entitled:
“ The Relatioship of the Saudi M anager’s Characteristics to the Transfer of
Training in the W ork Place”
The above-mentioned student is interested in collecting data for his research. I
would appreciate it if you render him any assistance he may need to complete the
task of obtaining the necessary d ata for his research.
Thank you for your kind cooperation and understanding.

Sincerely,

Mazyed I. Al-Mazyed. Ph.D.
the Saudi Cultural Attache to the United States

AAB

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

Royal Embassy of Saudi Arabia
Cultural Mission To The U.S.A.

A<\\ An - =s> M

%

-<

(*>-

A

(j IJl j 4 ■i k i H Sj l J j
SI j

j

*

j - h j

A tm

j j f - 5.jlc {Si mil

*n<JJJ 4-25 4

( t 0 _ t 11 0 J

■*• •»■; JlJCLa U Jlx

Q j j ^ l S ^lc JJX> Sjl,

*

.1 «*>« ( j J x J l i / i*j «*i u 5 (jl-j fS x ii

< j j i*j]I J j l j —»5 4 J «ri J la - t jjj S l j j S l i l 4a.j4 JaiJ {jajJy

: U>>**
" J o J (jlSu tJi i—u j4 l5 J U tJi 4 »j;k*

< J ± * J iS

Aj« <<H jjX « J tlilL fl [jgj 4J5UJ "

“T he R e la tio n sh ip o f th e S au d i M a n ag e r’s C h a ra c l.te ristic s to th e T ra n s fe r o f T rain in g in th e
W o rk P lace tt
. 4 ‘n j

ujC JJ jj S x J l (ji L u j

A J j j ««* Jail i ill ~>-iH I4^2 4_*JD15 u iU U Jlj

.

in

.«BJ ... Cil

jVtfl

1-1—Aai

O i J ^ J OL>s’- i

a

ISjjalj i£Jj—
—
*—Jl yilj25 (jtlall

j>JI ji

jA'jjI Oi •*-£> .*

P 0 . Bov 25537 • Washington. DC. 20007 • Tel. (202) 337-9450 • Fax: (202) 337-297S

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

114
4

Kingdom of Saudi Arabia
M in istry o f H ig h e r E d u c a tio n
Cultural Mission 7b The U.S.A.

:~Ui

I 6

(jt
(11 4

^ jJI j a - — sj lJj
SIj j

V / \c

t\~

<L-

*tLit.t 4 ■
j 'wtJ m i «<IS1 file
5jL.it<
■ SISj j j A,, Ul A
j j p Sjte

■■■*- J_^l ^ t ©- i A) © J

i <■>< jjj j .JI.L / i*i i*j»H oW

JlA filj Ijfi1i fJ-tJ j k j Aj ■ - * J j l j^«J) A...ca71 J l

^

O

si j I *iS til

jj

(_}*j j j

: u'.»-“
" Jo Jl

tjl c-cjjJafl Jjj

■l+J <S Jji.t^fl

CiLi~a (jjj A^UJl

"

T he R e la tio n sh ip o f the S au d i M a n a g e r’s C h a ra c. te ristic s to th e T ra n sfe r o f T ra in in g in th e
W o rk Place “

. A*|4{ 4 (Jjj • J^U c >*| *41II

A—jSUl uUUJIj tliLtjlmjl ^ a~4 jji ujCJj j ^SJaA(ji Lajj
.

(ci

LSj >*Li

*1Till

f—

•-ftj ...

6 -^

U i-^^

c nhl

i l.fl

U* A-ri> - j

I

2600 Virginia Ave.. N.W.. Suite 800 • W ashington. D.C. 20037 • Tel: (202 ) 337-9450 • Fax: (202) 337-2978

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

R o y a l Em bassy o f Saudi A rabia
C ultural Mission 3o The U.S.A.

N.

S '
(

I

a-L»d.l

=XX,
o \ y .

^

A

a I J J *< ^

ftjl J j j J ^ m u 4 ^ i (
■*■ •*■; J l J C U

L J la . f J

• < ,/

J l'j 4

_

\ 3 l£ > c

^ 4^^*^]) (jjj* >*J1

(t( ^

(5 ^ J j 4

115

^
\

J jll sJLjlm

IB 4 , . . A \ j j

l . t \ < ( j j J—I l i / i*t » j laB (jl_j ^SJoii

11 j J k J

< j 1 < a ill j j l j — * 1 \ < o * 2 J t a - «

f tl j j a & i S

4 i.j j

(J jj] (_ )« jJ j

: O'.
" J*»J> c jll*

u m j 41B J j j

, yi 4 t j Jl"i J jjkj ij iju * S t J J.ufl ilal-i~ a ijxt < & *£ "

The Relationship of the Saudi M anager’s C h arac teristics to the Transfer of
T ra in in g in the Work Place “

.

4 ^ « ^ . < f j j f . «1

J»aLi

i

.

I^ J

^_»J2U] u l i U J t j

i l i l ___» J

li a l l

( > .* > f j S l C

j j

. ^ jU u

{$

ISjjaL

jJ*ll

■J j . . . CiL_axU1 l i t anl_£._«

^ »l>*i!l ^5—aJUll

(jj

#j

P.O. Bo\ 255.” • W ajhinston. DC. 20007 • Tel: (202) .'37-9450 • Fax: (202) 337-297S

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

:y /

(ji 1*JJ

{jjjSLl

iO jH -Jl O j *1\ 116

Royal Embassy of Saudi Arabia
Cultural Mission To T h e U.S.A.

V

^j*

:n &

^ «H

f mjLj J A
c<i 4

K

/ n

i*l 4 jiirtfl /‘i t'wiill
*■!<j j j 4_Jfl 4

J j j l j 4 m i l t a j l j j (j j j *»l» J ^ l ^ £ 0 - i 3 \ 3 j y _ * j l a J l s

JJ

J*J* »Jl—«*»
-N

S i1 &

- -B

1 H i / i l l «j i j f l ^jl_j ^SJaii

• Ij j —j£ jll ifci 1 j J lJe l_ i 1 jlW ^ j-2 j J —AJ ^ j j -*jb J j l J ,«H 4 j * T*i J l a j y i <1 j u Sjfl 4 j , j J J j j ] ( j * j J j

: 0*>**
" J * tl l [jtS* l f S (-u jJin J j j

4 «j;k* j j j j j

j j J j J ililL a f j u 4J3UJI "

“T he Relationship of th e Saudi M anager’s C h a r a c te r is tic s to the Transfer of Training in the
W o rk P lace “
. 4 *t«j A J j £««* JjL j i i*i i illIJ^ j 4_j^pUlvliliU Jl j

CiL-ajluell

yi

U S j j

jj£ j* J l (ji L u j

, ^ S Jjb u (juA < j j j J i » j

i n { $ i ««1)j

I S j j j I j ^5 J j

(i#till

i i jVii_£_4

« n l y ililj]

iS Jl

P.O. Box 25537 • \\a>hiniton. D.C. 20007 • Tel: (202) 337-9450 • Fax: (202) 337-297S

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

4

R oyal E m bassy o f Saudi A rabia
Cultural Mission To The U.S.A. /

j . S

4

- >

J& \

U 7

ol/i

_

<7

.*

-.J>

, , ^ - 1 jJ ll fait_)-!.V)

J
in 4

<j j J l j ^

S jljj ^ j j ^ I i

( i °-t f t o )

j 1^

*

4 j t ./ill
jjj 4

f V^Ul ^lc jjJ jt aJl .«<<

1114

a ~ v jj ^ Sjfc ^

■«B

) i **n (jmi jl-TUL / 1 11*uB (jL j

SI j j ■IS vll lit. Tij J l i t b L JIa ^ j J b J * J 4-i wliH J jl^ - k ll 4 j a i l JLa_«

SI j

4 -a .j -1 Jo lt < jjj4 j

11 J<mJ | ^|IL« tJj u u j J j H J L , j i 4 i n K i j 4-»j ( j Jja-uJI j j Aj J ilil, L-n ^jJJ 4_i^L>J "

T h e R elationship of the Saudi M a n a g e r ’s C h a ra c iite ris tic s to the T ra n s fe r o f T rain in g in th e
W o rk Place “
. 4 S«j « J j j ■-* J^Li t u-3_J1 lAfJ <—

i l AJUJl j u lijL l-J 1

.

u& u C

j j

jjS i* J l

O'-*

P 0 . Box 255.” • W j,hington. D.C. 20007 • Tel: (202) 337-9450 • Fax: (202i 537-297S

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

(ji

Luj

UO51--

BIBLIOGRAPHY
A1 Farsy, F. (1990). M o d e rn ity a n d tradition: The S a u d i eq u a tio n . New York:
Kegan Paul.
Alseneady, A. R. (1992). In tro d u ctio n to the c iv il serva n t in S a u d i A rabia. Riyadh,
Saudi Arabia: Alfarrazdeq Comciral Press.
Baldwin, T. T., & Ford, J. K. (1988). Transfer o f training: A review and direction for
future research. P erso n n el P sychology, 41, 63-104.
Bemardin, H. J., & Beatty, R. W. (1984). P erform ance a p p ra isa l: A ssessin g hum an
behavior a t w ork. Boston: Kent.
Brandon, L. G. (1993). Learning organizations hold the key to success. N a tional
U nderw riter (P ro p erty C a sualty Em ployee B en efit), 97(43), 22-43.
Brethower, D. M., & Smally, K. S. (1995). P ersonnel tra in in g a n d developm ent
perform ance b a se d in stru ctio n designing fo r im pact. Ada, MI: Authors.
Brinkerhoff, R. 0 . (1987). A ch ievin g results fro m training. San Francisco: JosseyBass.
Brinkerhoff, R. 0 . (1989). E va lu a tin g training p ro g ra m s in b u sin ess a n d industry.
San Francisco: Jossey-Bass.
Brinkerhoff, R.O., & Gill, S. J. (1994). The learning alliance system thinking in
human resource development. San Francisco: Jossey-Bass.
Brinkerhoff, R. O., & M ontesino, M. U. (1995). Partnership for training transfer:
Lessons from a corporate study. H um an R esource D evelo p m en t Q uarterly, 6,
263-274.
Broad, M. L. (1982). M anagement action to support transfer o f training. Training
a nd D evelo p m en t Jo urn al, 36(5), 124-130.
Broad, M. L., & N ewstrom , J. W. (1992). Transfer o f tra in in g . Reading, MA:
Addison-Wesley.
Bums, J. M. (1978). L ead ersh ip . N ew York: Harper & Row.
Campbell, J. F., D unnette, M. D., Lawler, E. E., & Weick, K. E., Jr. (1970).
M anagerial behavior, p erform an ce a n d effectiveness. N ew York: McGrawHill.
118

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

119
Embassy o f Saudi Arabia. (1985). A ch ievem en t o f the developm ent p la n in S a u d i
A ra b ia Washington, DC: Author.
Facteau, J. D., Dobbins, G. H., Russell, J. E. A., & Ladd, R. T. (1995). The influence
o f general perceptions o f the training environment on pretraining motivation
and perceived training transfer. Jo u rn a l o f M anagem ent, 21, 1-21.
Feldman, M. (1981). Successful posttraining skill application. T ra in in g a n d
D evelopm ent Journal, 35(9), 1 2 -1 S.
Ford, J. K., & Weissbein, D. A. (1997). Transfer o f training: An update review and
analysis. P erform ance Im provem ent Q uarterly, 10(2), 22-41.
Georgenson, D. L. (1982).The problem o f transfer calls for partnership. T ra in in g a n d
D evelop m ent Journal, 35(10), 75-76, 78.
Glenn, M. L. (1988). Senior m anagem ent p ercep tio n o f action to su p p o rt
p o sttra in in g utilization o f leadership a n d m a n ag erial tra in in g a n d education.
Doctoral dissertation, George W ashington University, W ashington, DC.
Gorman, L. (1989). Corporate culture. C orporate C ulture M anag em ent D ecision,
2 7 (1 ), 1 4 - 1 9 .

Hinkle, D. E., Wiersma, W., & Jurs, S. G. (1993). A p p lied sta tistics f o r b eh a vio ra l
scien ce (3rd ed.). Boston: H oughton Mifflin.
House, R. J. (1977). A theory o f ch a rism a tic leadership. Carbondale, EL: University
Press.
Institute o f Public Administration. (1996). The a n n u a l report on the a ch ievem en t o f
the In stitu te o f P ublic A dm inistration, 1995/1996. Riyadh, Saudi Arabia:
Author.
Kelly, H. B. (1982). A primer on transfer o f training. Training a n d D evelo p m en t
Journal, 35(11), 102-106.
Kelly, R. (1992). The pow er o f fo llow ersh ip. N ew York: Doubleday/Currency.
Kerlinger, F. N. (1986). Foundation o f b eh a vio ra l research (3rd ed.). N ew York:
Rinehart and Winston.
King, M. (1996). Strategies for transfer training. P erform ance Im provem ent, 35(8),
30-32.
Kirkpatrick, D. L. (1994). E valuating tra in in g program s: The fo u r levels. San
Francisco: Berrett-Koehler.
Kramlinger, T. (1992). Training’s role in learning organization. T raining , 29(7),
4 6 -5 1 .

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

120
Manpower Council. (1995). The thirteenth a n n u a l re p o rt on tech nical education a n d
tra in in g co n d itio n s in the K ingdom o f S a u di A ra b ia . Riyadh: Author.
McGill, M. E., & Slocum, J. W., Jr. (1993). Unlearning the organization.
O rganization D ynam ics, 22(2), 67-79.
Michalak, D. F. (1981). The neglected half o f training. T ra in in g a n d D evelopm ent
Journal, 35(5), 22-28.
Mills, D. Q., & Friesen, B. (1992). The learning organization. E uropean
M anag em ent Jo u rn a l, 10(2), 146-156.
Ministry o f Health. (1991). The an n u a l health report. Riyadh, Saudi Arabia:
Alayoube Press.
Ministry o f Planning. (1980). T hird developm ent p la n , 1 9 8 0 -1 9 8 5 . Riyadh, Saudi
Arabia: Author.
Ministry o f Planning. (1985). The fo u rth developm ent p la n , 1985-1990. Riyadh,
Saudi Arabia: Author.
Ministry o f Planning. (1990). The fifth developm ent p la n , 19 90 -19 9 5. Riyadh, Saudi
Arabia: Author.
Ministry o f Planning. (1995). S ta tistica l yearbook. Riyadh, Saudi Arabia: Author.
Nadler, L. (1982). C orporate hum an resource developm ent. N ew York: Van
Nostrand Reinhold.
Nadler, L. (1986). D esig n in g tra in in g program — The c ritic a l even ts m odel (4th ed.).
Reading, MA: Addison-Wesley.
Newstrom, J. W. (1986). Leveraging management development through the
management transfer. Jo u rn a l o f M anagem ent D evelopm ent, 5(5), 33—45.
Ouchi, W. (1981). T heory Z: H ow A m erican business ca n m eet the Japanese
challenge. Reading, MA: Addison-Wesley.
Parry, S. (1990). But will they use it? Training a n d D evelo p m en t Journal, 44,
15-21.
Peter, T. J., & Waterman, R., Jr. (1982). In search o f excellen ce: L essons fro m
A m erica n 's b est ru n com panies. New York: W arner Brook.
Phillips, J. J. (1991). H a n d b o o k o f training, evaluation a n d m easurem ent m ethod.
Houston: Gulf.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

121
Preskill, L., & Kusy, M. E. (1994). S u p p o rtin g em ployees ’ lea rn in g transfer: The
ro le o f the m anager <md the o rg an iza tion . A paper presented to the Academy
o f Human Resource Development Conference, San Antonio,TX.
Robinson, D., & Robinson, J. (1985). Breaking barriers to skill transfer. T raining
a n d D evelopm ent Journal, 39(1), 82-83.
Robinson, D., & Robinson, J. (1989). The im p a ct o f training. San Francisco: JosseyBass.
Robinson, D., & Robinson, J. (1996). P erfo rm an ce co n su ltin g m o ving beyond
training. San Francisco: Berrett-Koehler.
Schein, E. H. (1985). O rganization cu ltu re a n d leadership. San Francisco: JosseyBass.
Senge, P. M. (1990). The fifth discipline. N ew York: John Wiley & Son.
Torst, A. (1985). They may love it but will they use it? T raining a n d D evelopm ent
Journal, 39, 78-81.
Tracey, J. B., Tannenbaum, S. I., & Kavanagh, M. J. (1995). Applying trained skill
on the job: The importance o f the w ork environment. Journal o f A p p lied
Psychology, 80, 239-252.
Trammell, N. C. (1987). A n exam ination o f the le vel o fp re se n ta tio n sk ill program .
Doctoral dissertation, George Peabody College for Teachers, Vanderbilt
University.
Warshauer, S. (1988). Inside learning a n d developm ent: C reating effective
program s. San Diego, CA: University Associates.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

IMAGE EVALUATION
TEST TARGET (Q A -3 )

15 0 m m

A P P L I E D A I I W 1G E . I n c
1653 East Main Street
— ■ Rochester, NY 14609 USA
Phone: 716/482-0300
^=^1^== Fax: 716/288-5989
0 1993. Applied Image, Inc.. All Rights Reserved

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

